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ABSTRACT

SEX, ENTREPRENEURSHIP, AND BENEFITS:
THE ROLE OF SMALL BUSINESS OWNERS IN PROMOTING GENDER EQUITY
IN THE WORKPLACE THROUGH BENEFITS OFFERINGS

By: Iris Winter
August 2010

Thesis supervised by Drs. Pat Dunham and Moni McIntyre
The purpose of this study is to ascertain whether the sex of a business owner
influences the benefits offered by a given business. Specifically, are female-owned
businesses more likely than male-owned firms to have family-friendly employment
benefits in place? My hypothesis is that there is a relationship between the sex of a
business owner and the benefits that are available and offered to the employees of that
firm. I use a sample drawn from the Kauffman Firm Survey Third Follow-Up that
includes independently-started businesses with 5-29 employees and 1-2 owners that have
been in business for 4 years. I analyze the incidence of the following benefits for both
full- and part-time employees: (1) flextime/alternative work schedules, (2) health plans,
(3) paid sick leave, and (4) paid vacation leave.

iv

DEDICATION

I dedicate this thesis to my two sons–Andres and Cyprian–who were very patient
waiting for it to be finished and to my husband–Manuel–who encouraged and supported
me while caring for our boys.

v

ACKNOWLEDGEMENT

I would like to thank my husband—Manuel—and my two wonderful boys—
Andres and Cyprian—for their patience, support, encouragement, love, and faith in me.
I would like to thank the Ewing Marion Kauffman Foundation for their generosity in
offering their data to the public to use for free and for their prescience in asking questions
of new businesses that had not been asked by previous studies. I am extremely grateful
for the patience and support of Drs. Pat Dunham and Moni McIntyre and for their help
and guidance. I would like to thank Joanne Pekich for sharing her precious time and her
amazing talents at editing and also Liza LeBrun for proofreading and empathizing with
me. I would also like to acknowledge Dr. Evan Stoddard for being a champion of the
Peace Corps Fellows Program, as well as Duquesne University for the opportunity for
myself–and all Returned Peace Corps Volunteers–to build on our experience and add to
our education. Finally, I would like to thank the wonderful staff at Beginnings at Calvary
Episcopal Church for caring for Andres while I worked on this.

vi

TABLE OF CONTENTS
Page
Abstract…… .............................................................................................................. ……iv
Dedication… ....................................................................................................................... v
Acknowledgement ............................................................................................................. vi
Table of Contents .............................................................................................................. vii
List of Tables ...................................................................................................................... x
List of Abbreviations ........................................................................................................ xii
List of Symbols ................................................................................................................ xiii
Chapter 1: Introduction ....................................................................................................... 1
Chapter 2: Rationale ........................................................................................................... 1
Chapter 3: Literature Review .............................................................................................. 2
3.1 Feminist Economic Theory .................................................................................. 2
3.2 Background on Women-Owned Businesses ........................................................ 5
3.3 History of Women as Primary Caregivers ........................................................... 9
3.4 Catalysts to Entrepreneurship ............................................................................ 13
Chapter 4: Conceptual Framework ................................................................................... 14
4.1 Variables ............................................................................................................ 16
4.1.1 Independent Variable. ............................................................................. 16
4.1.2 Dependent Variables ............................................................................... 17
4.1.3 Control Variables .................................................................................... 17
Chapter 5: Methods ........................................................................................................... 18
5.1 Operational Definitions ...................................................................................... 18

vii

5.2 Population and Sample ...................................................................................... 22
5.3 Research Design................................................................................................. 22
5.4 Data Collection .................................................................................................. 23
5.5 Data Analysis ..................................................................................................... 23
Chapter 6: Results ............................................................................................................. 23
6.1 Full-Time Employees......................................................................................... 24
6.1.1 Paid Vacation Leave ................................................................................ 24
6.1.2 Control Variables for Paid Vacation Leave ............................................ 25
6.1.3 Health Plan .............................................................................................. 30
6.1.4 Control Variables for Health Plans ......................................................... 31
6.1.5 Paid Sick Leave ....................................................................................... 32
6.1.6 Control Variables for Paid Sick Leave .................................................... 34
6.1.7 Flextime ................................................................................................... 41
6.1.8 Control Variables for Flextime................................................................ 42
6.1.9 Overall Findings for FTE ........................................................................ 45
6.2 Part-Time Employees......................................................................................... 45
6.2.1 Flextime. .................................................................................................. 45
6.2.2 Control Variables for Flextime................................................................ 47
6.2.3 Paid Vacation Leave ................................................................................ 48
6.2.4 Control Variables for Paid Vacation Leave ............................................ 49
6.2.5 Paid Sick Leave. ...................................................................................... 51
6.2.6 Control Variables for Paid Sick Leave .................................................... 52
6.2.7 Health Plan. ............................................................................................. 52

viii

6.2.8 Control Variables for Health Plan ........................................................... 54
6.2.9 Overall Findings for PTE ........................................................................ 55
Chapter 7: Limitations ...................................................................................................... 56
Chapter 8: Discussion ....................................................................................................... 57
8.1 Recommendations .............................................................................................. 57
8.2 Effects on Government Policies......................................................................... 58
8.3 Implications of the Data ..................................................................................... 59
Chapter 9: Conclusion....................................................................................................... 59
Bibliography ..................................................................................................................... 61
Appendix A: Background Information ............................................................................. 65
A.1 Data Retained and Data Removed from KFS ................................................... 65
A.2 Data by Sex of Owners ..................................................................................... 67
A.3 Statistics for All Businesses .............................................................................. 72
A.3.1 Employees. ............................................................................................. 72
A.3.2 Employees by Ownership Category ....................................................... 72
A.3.3 Owner Age Ranges ................................................................................. 74
A.3.4 Business: Profit & Revenue.................................................................... 75
A.3.5 Benefits ................................................................................................... 76
Appendix B: Supplemental Tables and Figures................................................................ 78

ix

LIST OF TABLES
Page
Table 1.

Business Owners by Sex and Full-Time Paid Vacation ............................... 24

Table 2.

Majority Category Owners by Sex and Full-Time Paid Vacation ................ 25

Table 3.

Business Owners by Sex and Full-Time Paid Vacation by Ages 45-54 ....... 26

Table 4.

ANOVA Table: Sex of Owner & Paid Vacation by FTE ............................. 27

Table 5.

Business Owners by Sex and Full-Time Paid Vacation by Revenue ........... 28

Table 6.

Business Owners by Sex and Full-Time Paid Vacation by Profit ................ 29

Table 7.

Business Owners by Sex and Full-Time Health Plan ................................... 30

Table 8.

Majority Category Business Owners by Sex and Full-Time Health Plan .... 31

Table 9.

ANOVA Table for Sex of Owner & Health Plan by FTE ............................ 32

Table 10.

Business Owners by Sex and Full-Time Paid Sick Leave ............................ 32

Table 11.

Majority Category Business Owners by Sex & Full-Time Paid Sick Leave 33

Table 12.

ANOVA Table: Sex of Owner & Pd Sick Leave by FTE ............................ 34

Table 13.

Business Owners by Sex and Full-Time Paid Sick Leave by Age ............... 35

Table 14.

ANOVA Table: Sex of Owner, Age, & Paid Sick by FTE........................... 37

Table 15.

Full-Time Paid Sick Leave by Revenue ....................................................... 38

Table 16.

Business Owners by Sex and Full-Time Paid Sick Leave by Profit ............. 40

Table 17.

Business Owners by Sex and Full-Time Flextime........................................ 41

Table 18.

Majority Category Business Owners by Sex & Full-Time Flextime............ 42

Table 19.

ANOVA Table: Sex of Owner & Flextime by FTE ..................................... 43

Table 20.

Case Summaries for Sex of Owner & FT Flex by FTE and PTE ................. 44

Table 21.

Business Owners by Sex and Part-Time Flextime........................................ 46

x

Table 22.

Majority Category Business Owners by Sex & Part-Time Flextime ............ 46

Table 23.

ANOVA Table: Sex of Owner & Flextime by PTE ..................................... 47

Table 24.

Business Owners by Sex and Part-Time Paid Vacation Leave..................... 48

Table 25.

Majority Category Business Owners by Sex & Part-Time Paid Vacation ... 49

Table 26.

ANOVA Table: Sex of Owner & Paid Vacation by PTE ............................. 50

Table 27.

Business Owners by Sex and Part-Time Paid Sick Leave ............................ 51

Table 28.

Majority Category Business Owners by Sex & Part-Time Paid Sick Leave 52

Table 29.

Business Owners by Sex and Part-Time Paid Health Plan ........................... 53

Table 30.

Majority Category Business Owners by Sex & Part-Time Health Plan ....... 53

Table 31.

Business Owners by Sex and Part-Time Health Plan by Profit .................... 54

Table 32.

ANOVA Table: Sex of Owner & Health Plan by PTE ................................. 55

Table A.1.

Dual-Owner, Mixed Sex Businesses.............................................................70

Table A.2.

Frequencies Chart for Sex of Owner(s) by Category................................... 71

Table A.3.

Number of Employees (All, Full, & Part-Time) by Ownership Category... 73

Table B.1.

Sex of Owner, Age 45-54, & Paid Sick Leave by FTE ............................... 78

Table B.2.

Sex of Owner, $0 Revenue, & Paid Sick Leave by FTE ............................. 79

Table B.3.

Mean Number of PTE and FTE by Sex of Owner and PT Flextime ........... 80

Table B.4.

Mean Number of PTE and FTE by Sex of Owner & PT Paid Vacation ..... 81

xi

LIST OF ABBREVIATIONS

CWBR

Center for Women‘s Business Research

FAQ

Frequently Asked Questions

FMLA

Family and Medical Leave Act of 1993

FT

Full-Time

FTE

Full-Time Employee or Full-Time Equivalent

HMO

Health Maintenance Organization

HSA

Healthcare Savings Account

KFS

Kauffman Firm Survey

MPR

Mathematica Policy Research, Inc.

MSA

Metropolitan Statistical Area

NFWBO

National Foundation for Women Business Owners

OWBO

Office of Women's Business Ownership

PT

Part-Time

PTE

Part-Time Employee or Part-Time Equivalent

SBA

Small Business Administration

WBE

Women‘s Business Enterprise

WHO

World Health Organization

xii

LIST OF SYMBOLS

*

Denotes Statistical Significance
Indicates Results with Lower than Expected Counts

xiii

CHAPTER 1: INTRODUCTION
The purpose of this study is to ascertain whether the sex1 of a business owner
influences the benefit policies offered by a given business. Specifically, are femaleowned businesses more likely than those owned by males to have family-friendly
employment benefits in place? I seek to determine whether businesses owned by females
create opportunities for their women workers and not just for the entrepreneurs
themselves. The central question that my research addresses is: do female-owned
businesses increase the number of women-friendly and/or family-friendly workplace
policies? My hypothesis is that there is a relationship between the sex of a business
owner and the benefits that are available and offered to the employees of that firm.
CHAPTER 2: RATIONALE
According to the U.S. Small Business Administration (SBA), ―In 2008, of the $18
billion in SBA backed loans, 35% went to start-up businesses, nearly 32% ($5.7 billion)
went to minority-owned businesses, and nearly 23% went to women-owned businesses‖
(2009). As the economy struggles in 2010 to recover from the recession, new emphasis
is being placed upon helping to create more small businesses in general and encouraging
the development of more women-owned businesses in particular. At the same time, the
struggle to balance work and home life continues to grow. As some women become

1

Please note that I use the term ‗sex‘ and ‗gender‘ in accordance with the definitions provided by the

World Health Organization (WHO): ―Sex refers to the biological and physiological characteristics that
define men and women. Gender refers to the socially constructed roles, behaviors, activities, and attributes
that a given society considers appropriate for men and women‖ (2010).
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entrepreneurs in order to find their own work-life balance, others remain employees and
require family-friendly benefits to help them care for their families.
Research Question: Do female-owned businesses increase the number of womenfriendly workplace policies/benefits?
Hypothesis: There is a relationship between the sex of a business owner and the benefits
and policies that are available and offered to the employees of that firm.
CHAPTER 3: LITERATURE REVIEW
3.1 Feminist Economic Theory
Traditional economists frequently rely on simple supply-versus-demand equations
and maximization of profit models, not taking into account external factors such as
gender, race, or class and the societal costs associated with them. ―Don‘t men and
women feel the ups and downs of economic activity equally…? Won‘t a change in
interest rates affect everyone the same way, regardless of gender? To all these questions,
feminist economists answer ‗no‘‖ (Barker & Feiner, 2004: 3). Feminist economic
theorists consider the entire economy. For example, they look at the differences between
a chef being paid for working in the kitchen and the home cook going unpaid, the daycare
worker paid to care for children, while the stay-at-home parent is unpaid. Feminist
economic theorists observe that some paid work is artificially subsidized by the unpaid
childcare and/or household care provided by the stay-at-home parent. In addition to
challenging what traditional economists call the economy, feminist economic theorists
examine the very statistics that are used for these studies and the questions they choose to
ask (as well as those they ignore).
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Feminist economic theory is relatively new. Barker and Feiner state that ―the
foundation for feminist economics was built during the 1970s by scholars working in
three different theoretical traditions: neoclassical economics, institutionalist economics,
and Marxist political economy‖ (2004: 6). The seminal work on feminist economic
theory is Marilyn Waring‘s 1988 book, If Women Counted. In her book Waring explores
the lost ―value‖ of work done mostly by women that is not counted in traditional
economic surveys. Waring describes how work done by women is unacknowledged in
many economic census forums, which tend to focus solely on paid work performed
outside the home.
Value is a central idea in feminist economic theory. ―Modern feminist
economists have developed [an] approach to value, one that has elements in common
with Marxist and with institutional economics. The distinctive focus of feminist
economics is upon the role that gender plays in the process of valuation‖ (Peterson and
Lewis, 1999: 734-35). Researching the differences between what is valued by
―traditional‖ economics and what is not is important to feminist economic theory.
―Recognition that value is socially determined, and not perfectly and naturally measured
in market prices, is a distinguishing characteristic of feminist economics‖ (Peterson and
Lewis, 1999: 731).
Feminist economic theory affects this research in two distinct ways. The first
involves the premise of my study. Feminist economic theorists look at businesses
holistically, and not just from what Julie Nelson calls the ―separatative/soluble‖
perspective (Ferber & Nelson, 2003: 83, 86); that is, they recognize that businesses are
not just ―free, unencumbered, rational actors‖ (Ferber & Nelson, 2003: 88). It is this
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portion of feminist economic theory in particular that applies directly to my research.
The ―separatative/soluble‖ perspective assumes that men and women enter the
entrepreneurial ring as ―autonomous‖ actors (Ferber and Nelson, 2003: 81), apart from all
non-monetary concerns and looking only to maximize profits-making business decisions
on a non-monetary basis only when coerced by external (e.g. governmental) forces.
Thus, business can be separate from the cultural world while simultaneously operating
totally immersed within it.
In her essay, Nelson creates a new category based on feminist economic theory,
which she calls ―individuals-in-relation‖ (2003: 84). In this model firms are made up of
individuals ―shaped as physical bodies and by family, socialization, and culture [while
simultaneously possessing] individual uniqueness and ability to reflect and act‖ (Ferber
and Nelson, 2003: 84). Individuals-in-relation theorists look at alternative ways of
running a business outside of the traditional economic model of profit-only motivation. I
use the individuals-in-relation theory by exploring the possibility that women are
influenced in how they run their businesses by their cultural role as primary providers of
care. In contrast, men may be influenced less, as they tend to be at most secondary
providers of care. My study assumes that entrepreneurs may be seeking not only to build
the most wealth, but that they may also be looking for solutions to societal problems of
care. I explore whether this then leads to a difference in how these new businesses are
managed. ―Feminist economists ask different questions. They are interested in how the
economy affects women and how women affect the economy‖ (Donath, 2000: 115).
The second way that feminist economic theory applies to my research is how it
affects the foundation of my study–the very statistics I use to evaluate my hypothesis.

4

The U.S. government, through the Census Bureau, has conducted an economic census
every five years since 1967 (and at other intervals since as early as 1810) (U. S. Census
Bureau, 2007). In all this time information about benefits had not been solicited until the
most recent survey (conducted in 2009, with results expected in 2012). One could posit
that this is because these benefits are not valued in the traditional economic system. To
parents and other caregivers these benefits are valuable; such workers may ignore a
difference in pay, if the lower paying job has more flexibility or other desired benefits.
The fact that I needed to look at The Ewing Marion Kauffman Foundation of Kansas City
and their Kauffman Firm Survey (KFS) for benefits data, rather than a national census, is
telling in what we as a nation view as having ―value.‖ Even this source, however, is
missing some key information, since KFS asked new entrepreneurs only how they went
into business, not why they chose to go into business (possibly assuming that all
entrepreneurs start a business for the same reason: financial considerations).
3.2 Background on Women-Owned Businesses
It is frequently acknowledged that women-owned businesses2 are growing quickly
across the United States and contribute immensely to our overall economy. Currently,
―women-owned firms have an economic impact of $3 trillion annually that translates into
the creation and/or maintenance of more than 23 million jobs–16 percent of all U.S. jobs‖
(Center for Women‘s Business Research, 2009). Within the metropolitan statistical area

2

Please note that the terms women-owned/woman-owned are frequently undefined in studies and literature,

although it is commonly accepted that as little as 51% ownership by a woman/women constitutes a womenowned business or Women‘s Business Enterprise (WBE).
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(MSA) of Pittsburgh ―there were 44,287 women-owned firms…in 2002, representing just
above a quarter (26.5 percent) of all firms located in our region‖ (Miller, 2006).
There is a wealth of information, research, and statistics available on womenowned businesses: websites that support women-owned businesses, foundations that
conduct extensive research on them, and self-help books that provide guidance on how to
start one. As previously mentioned, an economic census of all businesses is conducted
once every five years to gather information on businesses owned by either sex. The 2007
Economic Census was the first to ask respondents nationwide not only their ownership
status vis-à-vis sex, but what types of benefits they offer as well. My study may provide
a preview of what will be found by analyzing the larger numbers in the more
comprehensive U.S. Census survey, when they are released in 2011.
In the midst of all this information, there are significantly smaller amounts of data
available on how women-owned businesses differ from their men-owned counterparts,
particularly in regard to how they affect the lives of women workers and families through
their benefit offerings and policies. This is in large part due to heavy reliance by most
researchers on the U.S. Census Bureau‘s Economic Census data, which did not collect
benefits data in previous years. However, the majority of the information that is available
shows that women-owned businesses or women‘s business enterprises (WBE) have a
mostly positive effect on working women. A report called ―Business Owners and Gender
Equity in the Workplace,‖ issued by the Center for Women‘s Business Research
(CWBR), notes the following in regard to the hiring practices of women- versus menowned businesses: ―women business owners employ roughly half women (52%) and half
men (48%). Thus, the gender composition of the workforce in women-owned businesses
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displays gender equity. Men business owners, on the other hand, employ only 38%
women and 62% men workers, on average. Thus, the workplace of men business owners
favors men by nearly 2 to 1‖ (2000). Although this does illustrate a greater number of
women in the women-owned workplace, this study does not show whether the work that
is offered to women workers is of a higher quality (e.g. better pay/benefits, more
opportunities for promotions, etc.).
An earlier study, also by the Center for Women‘s Business Research, does
address this issue in part. It observes that: ―women business owners are more likely than
all businesses to offer flextime, tuition reimbursement, and job sharing‖ (1994). Their
research also found the following in regard to the benefits and workplace policies offered
to employees of women-owned businesses as compared to those owned by men:
Women-owned businesses are as likely to provide the same level of
basic employee benefits, such as health care and paid vacation time, as
all small businesses: fully 84% of women-owned businesses offer one
or more benefits;
Women business owners are more likely than all businesses to offer
flextime, tuition reimbursement, and job sharing; and
Women business owners tend to share their business' profits with
employees at a much earlier stage than other businesses: nearly twice
as many woman-owned firms employing fewer than 25 employees
(14%) have set up such programs compared to all small firms with 20
or less employees (8%) (CWBR, 1994).
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My research builds on this study and follows up on the results that CWBR found
more than a decade ago in 1994.
The Duquesne University Small Business Development Center–headed by Dr.
Mary T. McKinney–published a study and companion article addressing the subject of
women-owned businesses in Pittsburgh in 1995. In their article, ―Forging Ahead: A
Survey of Pittsburgh Area Women-Owned Businesses,‖ they wrote that:
Women-owned businesses offer a variety of benefits. The three most
popular are flexible hours, training, and paid vacation leave. Stock
ownership and employee assistance programs are the two least popular
benefits. The number and the type of employees, the type of business, and
the size of the payroll all have a significant effect upon the type of benefits
that women-owned businesses offer. For example, companies with more
than twenty-five full-time employees are more likely to offer paid sick
leave, medical benefits, and training, whereas, companies with less than
ten full-time employees are the most likely to offer flexible hours and job
sharing. Two examples of the effect of business type on benefits are
medical benefits and flexible hours. Over one-third (37%) of retail, 32%
of service, 29% of manufacturing, and 25% of construction firms offer
flexible hours. Medical benefits demonstrate the opposite relationship:
43% of the construction companies, 42% of manufacturers, 22% of service
firms, and 9% of retail businesses offer medical benefits (McKinney,
1995: 11).
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The article provides a chart detailing the most common benefits for both full- and
part-time employees. Paid vacation leave and flexible hours top both lists, with full-time
employees being offered paid vacation leave 61% of the time and flexible hours 56% of
the time and part-time employees receiving these benefits at 45% and 55% respectively
(McKinney, 1995: 11). However, while the article compares and contrasts womenowned businesses in different industries it does not compare them to their counterparts,
men-owned businesses.
As previously noted, overall there is an overwhelming amount of information
available on women-owned businesses. However, the majority of it is concerned with the
start-up phase and the ensuing obstacles. Information focused specifically on comparing
how men-owned and women-owned businesses differ is not as prevalent, and/or it
frequently focuses more on the financial administration of the business (funding, debtmanagement, etc.) rather than how the businesses impact their employees. The small
amount of out-dated information from the mid 1990s that is available seems to show that
women business owners offer more benefits to workers than their men-owned
counterparts.
3.3 History of Women as Primary Caregivers
In the United States and in many other countries around the world, women of all
backgrounds have been responsible for the majority of the care provided for children, the
elderly, and the sick/infirm. There is much debate over how long these separate roles
have been in place, and it is far too large a topic for the scope of this paper. Instead I
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focus only on the historical impact of the separation of household care3 and paid
employment outside of the home, with the ensuing struggle to balance both needs in the
United States.
Critics seem to trace the beginnings of this separation to around the time of
industrialization and/or the rise of capitalism. In Women’s Rights in the USA, Dorothy
McBride Stetson sees the break in roles and the ensuing difficulty of integrating work and
care occurring in the 19th century, when industrialization moved most men into the
workplace (and many women as well). According to Stetson, ―before industrialization…
children could be easily integrated into the routine of the farm, and extended family
members were there to help out when a mother got sick or pregnant‖ (Stetson, 1997:
257). In addition to the transition to industrialism, Roberta Hamilton, in The Liberation
of Women (1978), sees two more reasons for this shift away from shared care: a move
toward capitalism (which in turn created a division between consumption and production)
and a shift toward Protestantism (which created the ideal of a ―proper wife‖ subordinate
to her husband and responsible for household care). She also sets the date much earlier,
i.e. in the 17th century.
While there are various arguments about the reasons behind this ―division of
labor‖ and split between work and household care–and the and the exact moment it
occurred–few dispute that women were the ones expected to take over the responsibilities

3

I use the term household here to include all labor that takes place within the home, which includes such

various tasks as: caring for children, spouses, and sick/elderly relatives; maintaining both the inside and
outside of the home (cleaning, basic upkeep, etc.); food preparation; care and upkeep of clothing; and
obtaining household supplies.
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for the home (even if they worked outside their own homes as most women of color
and/or lower socio-economic status have always done). In addition to bearing primary
responsibility for household care, many women have been responsible for the economic
care of themselves and their dependents. Women have been in the workforce since the
beginning of paid work. However, the majority of these women were seen as exceptions
to the ―ideal wife‖ concept. They were a combination of poor, not white, immigrants,
widows, single mothers, or in some cases ―deviants‖–overly educated white women who
wanted to work. It should be noted, however, that the majority of women in the
workforce from the very beginning were there because they had economic needs.
Since it mainly affected those who held little political power (poor and/or nonwhite women), the problem of reconciling how to care for a household while at the same
time working outside of one‘s own home was for quite some time largely ignored in most
U.S. policy and by individual employers. Individual women–and those who depended
upon them–were forced to find ways to deal with the problem on their own.
Although viewed primarily as an issue for the individual (predominantly women),
the need to take leave from work in order to care for one‘s dependents is an issue that
affects most U.S. citizens. While on the surface it may appear to many that this is not the
case, every human being at some point in time during the life cycle is dependent and
requires care. The human nature of dependence at the beginning of life coupled with
ever-increasing longevity (although not necessarily a healthy longevity) means that the
number of those requiring care is growing exponentially. In a capitalist society, for those
wealthy enough to afford it, care can be purchased at both ends of the life cycle.
However, there remains a large majority of the population who simply cannot afford to
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purchase this necessary care. The portion of the population responsible for providing this
care–mostly women–has been left to deal with the problem and to create their own
solutions. An almost complete disregard by policymakers for the needs of women in the
paid workforce/primary caregivers lasted until after World War II (except for a brief time
during World War II when women were the workforce; this however disappeared after
the end of the war).
The movement for policies related to family care in general and family leave in
particular began in the 1940s and continued to gain importance in the 1960s and 1970s
due to the civil rights and women‘s movements as well as the struggle for women
workers‘ rights by labor feminists. In the 1980s and 1990s this movement gained
momentum through several key demographic changes. In Family Leave Policy, Steven
Wisensale outlines five of these:
1. A decrease in marriage and many people waiting longer to get married
2. An increase in the number of single parents
3. More dual-earner families
4. An aging population requiring more care
5. Welfare reform–which required many mothers to enter the workforce (2001:
16-21)
These demographic changes, coupled with the fact that so many women were
already in the workforce out of necessity, meant that the struggle between giving care and
fulfilling the requirements of the workplace became a much more visible and widespread
problem. This spurred public debate around first state and finally federal policies.

12

3.4 Catalysts to Entrepreneurship
While the government and employers were slow to recognize a need for more
flexibility and time off, women workers began to find their own ways to address this
problem. One way for women workers to obtain the flexibility they needed in order to
find a work-life balance was through entrepreneurship. By being their own bosses,
women could set their own hours and attend to care giving needs as they arose, without
sacrificing their professional goals. A 1998 joint study conducted by Catalyst and the
National Foundation for Women Business Owners (NFWBO) found that there were four
main reasons cited by new women entrepreneurs for why they started their businesses
and the number one reason was flexibility.
Half of the women who had left the private sector to start their own
businesses (51 percent) and 44 percent of women from other employment
backgrounds reported that they wanted more flexibility and gave this as a
primary reason for leaving their companies. Women wanted flexibility for
the following reasons: childcare obligations; participation in community
affairs; personal health concerns; and elder care and other family
obligations. The greatest number–30 percent–gave childcare obligations as
their reason for leaving the private sector (1998: 13).
The previously cited study showed that women were more likely to cite flexibility
as a major reason to start their own businesses and become entrepreneurs. A study by
Carter, Gartner, Shaver, and Gatewood found that men were more likely to cite financial
reasons as their main motivation for starting a business (2003: 22-23). These two
findings (financial success versus increased flexibility) were mirrored in a study done by

13

Kepler and Shane for the Small Business Administration (SBA). Their study also found
that male entrepreneurs tended to come more from full-time employment to the
entrepreneurial ring, whereas female entrepreneurs tended to come more from part-time
employment and/or a background of full-time household care4 (2007: 21 and 25). In fact
the SBA study actually found that for male entrepreneurs ―starting a business [was] more
important than spending time with their families‖ (2007: 27). Additionally, the SBA
study found that the household size of female entrepreneurs was larger than that of their
male counterparts (2007: 17), possibly making the need for flexibility even greater for the
female entrepreneurs with their increased care responsibilities.
If there are differences in the reasons that men and women become entrepreneurs,
then it is also possible that there are differences in how these new employers treat their
employees once they begin hiring. But what happens when these new employers start
hiring employees of their own? Do they recognize and remember their own needs for
flexibility and pass these benefits on to their employees? Or do they continue in the vein
of the traditional workplaces that they may have left? The Catalyst study asked women
entrepreneur respondents if they offered their own employees flexibility, and only 23%
said that they did (Catalyst, 1998: 20).
CHAPTER 4: CONCEPTUAL FRAMEWORK
The purpose of this study is a combination of exploration and explanation. I seek
to test my hypothesis in order to ascertain whether there is a correlation between
women‘s ownership of businesses and better benefits for employees. This study is a
cross-sectional study of organizations in a single point in time.

4

In the SBA study this is listed as ―homemaking.‖
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I focus my study on business owners with fewer than 30 but at least 5 employees.
The main reason for choosing 29 as the maximum number of employees is that the KFS
data set lists ―30+‖ as the highest number of employees. This variable contained a
considerable range, and some of the businesses that responded with ―30+‖ may have had
over 60 employees5. I had a different reason for choosing to study businesses with a
minimum of 5 employees. Since owners could be counted as employees (it depended on
how they classified themselves), if I had gone as low as 1 or 2 employees, my data may
have been distorted by owners treating themselves well. I decided on a minimum of 5
because then there would be at a minimum a majority of non-owner employees receiving
the benefits (with a maximum of 2 owners and a minimum of 3 non-owner employees).
For the purpose of my research, I study a sample that includes both male and
female small business owners. All of the businesses included in my sample were started
in 2004 (DesRoches, Robb, and Mulcahy 2009: 1) and at the time of my study, which
includes data from the 2007 survey, were three years old. I analyze the most current data
available through the Kauffman Firm Survey (KFS) Third Follow-Up Public Use Data in
order to observe and measure the differences and similarities in benefits offered to
employees in workplaces where the ownership is either majority male or majority female.
As cited previously, the Kauffman Firm Survey is a longitudinal study of new
businesses that was sponsored by the Ewing Marion Kauffman Foundation of Kansas
City. Their sample ―was created by using a random sample from Dun & Bradstreet‘s
(D&B) database list of new businesses started in 2004‖ (DesRoches, et al, 2009: 1). My

5

Each sub-category of employee (full-time and part-time) also had upper limits for numbers of employees

(i.e. 40+ and 15+).
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research is a cross-sectional study of those businesses in a single point in time. Because
of this, I will be studying only one year of the entire data set. I have chosen the most
recent year (Year 3, or 2007) in order to study the businesses after they have become
more established.
I conduct a multivariate analysis of the data from the KFS third year data set of
small businesses to ascertain whether there is a relationship between the sex of the owner
of a business and the benefits the business offers to its employees. In particular, I focus
on benefits that have a greater impact on women employees, i.e. flextime, paid leave, and
health plans. I also seek to eliminate alternative explanations to assure that the
relationship is non-spurious. I use control variables to ensure that there is not another
variable that is more important than my independent variable.
4.1 Variables
4.1.1 Independent Variable. The independent variable of this study is a nominal variable:
the sex of the small business owner, that is, whether the business is primarily owned by a
female(s) or a male(s). I include five separate ownership categories in this study. They
are:
1. Male-Owned Businesses (businesses owned by either one or two males)
2. Female-Owned Businesses (businesses owned by either one or two females)
3. Equally-Owned Businesses (businesses owned by one female and one male,
each sharing 50% ownership)
4. Majority Male-Owned Businesses (businesses owned by one female and one
male each, with the male owner having at least 51% ownership)
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5. Majority Female-Owned Businesses (businesses owned by one female and
one male each, with the female owner having at least 51% ownership)
4.1.2 Dependent Variables. I have several dependent variables for this study. All of my
dependent variables are also nominal dichotomous values, with respondents choosing yes
or no. The dependent variables that relate directly to my research question and
hypothesis are those focusing on the benefits that an individual employer offers. They
are the incidence of the following benefits available to full-time and part-time employees:
1. Flextime
2. Health plans
3. Paid sick leave
4. Paid vacation leave
4.1.3 Control Variables. I also include several control variables in order to eliminate
alternative explanations and to assure that the relationships are non-spurious. These
variables are:
1. Size of firm (that is, the total number of employees as well as the number of
full-time and part-time employees)
2. Age of owner 1/primary owner
3. Revenue of firm
4. Profit of firm
The variable size of firm is a ratio level value, while the remaining three are all ordinal
scale6 values.

6

Age of owner, revenue of firm, and profit of firm are all recorded in unequal ranges rather than exact

amounts in this data set.
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CHAPTER 5: METHODS
5.1 Operational Definitions
I have limited my study to only those businesses that are ―new, independent
business[es] created by a single person or a team of people‖ (DesRoches, 241). I chose to
exclude those businesses that were either franchises or previously owned businesses,
since those businesses may have had pre-existing benefits policies (or policies required
by the franchise). As described previously, I categorize each business into one of five
ownership categories based on the sex of the owner(s). Businesses with 100% female
ownership (either 1 or 2 owners, both female) are defined as female-owned. Male-owned
businesses are those with 100% male ownership (either 1 or 2 owners, both male).
Additionally, I include three ownership categories for firms owned by both a male and a
female. The first is equal ownership in which ownership is split equally between one
female and one male (each holding 50% ownership). The second is majority male:
owned by one male and one female with the male holding at least 51% ownership. The
final category is majority female: businesses owned by a male and a female with the
female holding at least 51% ownership.
My study has four dependent variables, none of which are well-defined in the
KFS. For the purpose of this study, I look to commonly accepted definitions of the terms
that are used by KFS, as well as my own understanding of these terms. Definitions for
benefit offerings are especially broad to ensure that they encompass all possible
scenarios.
Flextime is defined by the KFS as, ―offer[ing] employees or owners alternative
work schedules such as flextime or job sharing‖ (DesRoches, et al, 2009: 19). The
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Merriam-Webster online dictionary defines flextime as: ―a system that allows employees
to choose their own times for starting and finishing work within a broad range of
available hours‖ (2010). The U.S. Department of Labor (DOL) states that ―job sharing
means that two (or more) workers share the duties of one full-time job‖ (2010).
Business owners were asked whether they ―offer employees or owners a health
insurance plan either through the business or an association‖ (DesRoches, et al, 2009:
19). The KFS does not ask or clarify whether the employee or employer (or a
combination of both) pays for these plans. KFS also does not ask what types of health
plan(s) are offered, e.g. Health Maintenance Organization (HMO), Healthcare Savings
Accounts (HSA), etc. Therefore, I define the incidence of a health plan as offering any
type of health insurance plan, ranging from premium, employer-paid plans to employeepaid plans and HSAs.
Paid sick leave and paid vacation leave are defined as days employees are paid a
full day‘s wages while away from work and not actively working. This does not
encompass Family and Medical Leave Act (FMLA) leave (as employers with fewer than
50 employees are not mandated to offer it) nor does it quantify how many days an
employee receives. Employers may offer employees any range of paid sick or vacation
leave from one day to one month.
The KFS defines the following terms within the survey questions themselves:
employees, full-time employees and part-time employees. Employees are defined as ―all
full- and part-time employees, but exclud[ing] contract workers who work for the
business either full- or part-time but are not on the business‘ official payroll‖ (DesRoche,
Robb 2009: 249). It is worth noting that any person that is on the business‘ official
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payroll (including the owner) is considered an employee by this definition. It also states
that ―full-time is considered 35 hours [of paid labor] or more per week‖ and ―part-time is
considered less than 35 hours per week‖ (DesRoche, Robb 2009: 249).
For most of my analysis purposes, I use only the age ranges for the primary owner
(owner 1). Age is listed as an ordinal value in the KFS public use data set with the
following ranges: 18-24, 25-34, 35-44, 45-54, 55-64, 65-74, and over age 75. This range
reflects the age of the owner on his or her ―next birthday‖ (DesRoche, Robb 2009: 334).
Revenue and profit are both well-defined by the KFS. I take my definitions directly
from the KFS variables list. Revenue is defined as whether ―[the business] receive[d]
any revenue (money), from the sales of goods, services, or intellectual property…[for]
sole proprietorships this is gross receipts reported on a Schedule C or CEZ [in the]
personal income tax return‖ (DesRoche, Robb 2009: 28). Profit is defined as ―the
business‘ income after all expenses and taxes have been deducted‖ (32). Both profit and
revenue are listed for the 2007 calendar year only. Businesses were furnished with the
following category choices for both profit and revenue: $500 or less; $501 to $1,000;
$1,001 to $3,000; $3,001 to $5,000; $5,001 to $10,000; $10,001 to $25,000; $25,001 to
$100,000; $100,001 to $1,000,000; and $1,000,001 or more (no profit or revenue was
recorded as 0).
Before I started my initial analysis I needed to make some changes to the data set.
The Kauffman Firm Survey Third Follow-Up Public Use Data is embedded with the data
from all four years (baseline and years 1, 2 and 3). I deleted the data from the baseline
year and years 1 and 2. I also needed to exclude businesses with more than 2 owners and
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more than 29 or fewer than 5 employees. Finally, I kept only those businesses that gave a
response for sex of owner, since it is my independent variable.
After ―cleaning up‖ the data set to include only those cases that I needed for my
study, I made frequency tables and graphs for all my variables and several key statistics.
These include: number of employees (all, full-time, part-time), age of owners (in ranges),
business profit, business revenue, and benefits offered (flextime, health plans, paid sick
leave, and paid vacation leave). These tables and the accompanying graphs are included
in Appendix A and illustrate the general background statistics in my sample.
Once my data set was complete, I realized that two of my variables–majority
male-owned and majority female-owned businesses–had such small numbers of
individual cases that they resulted in less than expected counts7 during analysis. These
small counts make using the control variables impractical and make the results of the
corresponding chi-squares problematic. While using the chi-square statistic for these two
categories–and throughout my analysis when I encounter low cell counts–I utilize the
following symbol: . When a chi-square statistic is followed by this symbol it indicates
that due to the lower than expected cell counts, the chi-square loses its precision of
measurement.

7

At 7 and 11 cases each, these two categories had lower than the expected minimum counts for chi-square

and lambda, resulting in more than 20% of my cases having less than 5. Because of these low counts, they
were not suitable for in-depth statistical analysis with the control variables and made the use of the chisquare statistic problematic. In each case I have stated the chi-square results; however, one must be
cautious about the precision of these results.
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5.2 Population and Sample
The population for my study is all businesses in the United States. Specifically, I
look to draw conclusions about all business owners based on the sex of the business
owner. However, due to the restrictions of my sample, the population I am able to draw
conclusions about is more focused and includes only newer, small businesses. My
sample is a subset of the KFS Third Follow-Up Survey data set. It includes only new
businesses with 1-2 owners, 5-29 employees, and a valid response for sex of owner. Of
the original 2,915 respondents included in the KFS data set, 327 respondents matched the
parameters for my study.
5.3 Research Design
I start with a crosstabulation of each of my eight dependent variables (four for
full-time employees and four for part-time employees). I analyze benefits for full-time
employees first, since they are both the majority of employees and the majority to receive
benefits overall (compared to part-time) in my sample. I examine each benefit separately
with a simple crosstabulation table. When exploring the relationship for full-time
employees, I use the number of full-time employees and, when looking at part-time
employees, I use the total number of part-time employees. Then I review the results of
the simple crosstabulation tables with only my independent and dependent variables and
the related measures of association.
Next, I analyze each of those variables again with the control variables to
determine whether there is any influence. To ascertain whether or not the size of a firm
influences the benefits that are offered, I use a General Linear Model (GLM) Univariate
test with Bonferroni. For the ordinal values–age of owner, revenue, and profit–I use
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crosstabulation and a chi-square test with lambda. These tests should support my
rejection (or confirmation) of the null hypothesis that sex does not influence benefits
offerings.
5.4 Data Collection
Mathematica Policy Research, Inc. (MPR) collected the original data for my study
between June and December of 2008 for the Ewing Marion Kauffman Foundation
(DesRoches, Potter, et al, 2009: 6). The data were collected by using a ―selfadministered web survey and Computer Assisted Telephone Interviewing (CATI)…
respondents were paid $50 to complete the interview‖ (DesRoche, Robb, 2009: 7). The
data are included in the public-use file available on the Kauffman Foundation‘s website.
5.5 Data Analysis
My data analysis consists of several steps. First, I interpret the results of each
benefit‘s crosstabulation table and the corresponding measures of association for the
main categories, followed separately by the majority-ownership categories, indicating
whether or not there is a relationship and if so the strength and importance of that
relationship. Next, I analyze the results of the crosstabulation tables and ANOVA results
for each of the control variables with only the main ownership categories. Again stating
whether or not there is a relationship and if so the strength and importance of that
relationship.
CHAPTER 6: RESULTS
As previously stated, I started my research by systematically going through the
original KFS data set. These steps and the related background materials are contained in
Appendix A. I use the control variables and measures of association only for the three
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main categories: female-owned, equally-owned, and male-owned businesses. I do
examine and describe the basic results for the two smaller categories–majority maleowned and majority female-owned businesses. However, because of their small case
counts, the results for these two categories cannot be applied to the general population.
6.1 Full-Time Employees
6.1.1 Paid Vacation Leave. My analysis begins by looking at benefits for full-time
employees. In my sample full-time employees are both the majority of employees and
the majority to receive benefits overall (compared to part-time). The most frequently
offered benefit for full-time employees is paid vacation leave.
Table 1. Business Owners by Sex and Full-Time Paid Vacation
Business Offers
FT Paid Vacation
No
Yes
Total

Count
% within Firms by Sex
Count
% within Firms by Sex
Count
% within Firms by Sex

Male-Owned
Businesses
54
23.3%
178
76.7%
232
100.0%

Female-Owned
Businesses
14
36.8%
24
63.2%
38
100.0%

Equally-Owned
Businesses
12
30.8%
27
69.2%
39
100.0%

Total
80
25.9%
229
74.1%
309
100.0%

For full-time employees paid vacation leave is offered by 74% of all businesses
with only 26% not offering this benefit (Table 1). Solely male-owned firms, at 77%,
offer this benefit the most. Equally-owned firms offer paid vacation 69% of the time,
followed by solely female-owned firms at 63%. Overall, it appears that solely maleowned firms are the most likely to offer paid vacation.
The Pearson chi-square has an observed significance of .158, meaning that the
relationship between sex of owner and full-time paid vacation occurs by chance
approximately 16% of the time (or 16 times out of 100). Since the observed significance
is greater than .05 (or 5%), this indicates that the null hypothesis cannot be rejected–that
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is, the sex of an owner and the incidence of paid vacation are independent. There is not a
statistically significant relationship between the two variables.
Table 2. Majority Category Owners by Sex and Full-Time Paid Vacation
Business Offers
FT Paid Vacation

No
Yes
Total

Majority Male- Majority FemaleOwned Businesses Owned Businesses
Count
5
% within Majority Firms Only
45.5%
Count
7
6
% within Majority Firms Only
100.0%
54.5%
Count
7
11
% within Majority Firms Only
100.0%
100.0%

Total
5
27.8%
13
72.2%
18
100.0%

For the remaining two categories, the overall incidence of offering paid vacation
days of 72% (Table 2) is close to that of the three main ownership groups at 74%.
Majority male-owned firms are the most likely of all firms to offer paid vacation days at
100%. Majority female-owned firms are the least likely of all firms to offer this benefit
at 55%. Majority male-owned firms are more likely than majority female-owned firms to
offer paid vacation days to their full-time employees. The chi-square for this group has
an observed significance of .036 . This means that the data found occur by chance less
than 4% of the time. Since the observed significance is less than .05, this indicates that
the null hypothesis can be rejected–that is the sex of an owner and the incidence of paid
vacation are not independent. There is a statistically significant relationship between the
two variables.
6.1.2 Control Variables for Paid Vacation Leave. In the control groups for paid vacation
and the three main ownership groups, I found one instance of significant interaction.
There is a strong relationship between the sex of the owner, the incidence of paid
vacation and for one age range.
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Table 3. Business Owners by Sex and Full-Time Paid Vacation by Ages 45-54
Age Range
for Owner 1

Business Offers FT
Paid Vacation
No

45-54

Yes
Total

Count
% within firms by sex
Count
% within firms by sex
Count
% within firms by sex

Male-Owned Female-Owned Equally-Owned
Businesses
Businesses
Businesses
13
4
7
18.6%
33.3%
50.0%
57
8
7
81.4%
66.7%
50.0%
70
12
14
100.0%
100.0%
100.0%

Total
24
25.0%
72
75.0%
96
100.0%

For the owner age range 45-54, the Pearson chi-square has an observed
significance of .036 , meaning that this relationship would be expected to occur by
chance less than 4% of the time. All businesses in this age category offer paid vacation
days to their employees 75% of the time (Table 3). Male-owned businesses offer paid
vacation days to their employees 81% of the time compared to female-owned firms at
67% and equally-owned at 50%. Male-owned businesses in this age range tend to offer
paid vacation days at a much higher rate than both equally-owned firms and femaleowned firms. The largest difference was between male-owned and equally-owned firms.
After further analysis, I discovered that for equally-owned firms, this
relationship occurs in businesses that list males as owner 1 (in the target age range) and
females as owner 2 (with ages either one range younger or one range older). When
running a business either alone or with another male, males in this age range offer
vacation days more frequently than males paired with a female (of any range). It seems
that males from this generation behave differently in an all-male environment than in a
mixed-sex environment (especially since female owner age varies and doesn't influence
whether or not the benefit is offered). This generation had its formative years during the
1970s and, as previously discussed, this was a time of major demographic change
affecting women‘s roles in the workplace. Perhaps for men of this generation there is
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difficulty in trying to find a way to interact with women in the workplace as equals,
having lived through this time in transition.
In order to explore the degree of the relationship between my variables further, I
used a lambda test. The lambda value for this age group is 0 , meaning that the sex of a
business owner in this age group can be used to predict the incidence of offering paid
vacation leave 0% of the time. That is knowing the sex of an owner in this age group will
not reduce the errors in predicting whether or not a business offers paid vacation leave to
its full-time employees. This means that the sex of a business owner cannot be used to
predict whether or not a business will offer paid vacation leave.
For the remaining control variables, I found no significant relationship between
the main variables and the control variables. However, I did find some significant
relationships between the control variables and the dependent variable: full-time paid
vacation.
Table 4. ANOVA Table: Sex of Owner & Paid Vacation by FTE
Dependent Variable: Number of Full-Time Employees
Type III Sum of
Source
Squares
df
Corrected Model
1043.508
5
Intercept
4867.735
1
SEX
36.442
2
FT Paid Vacation
384.171
1
SEX * FT Paid Vacation
38.584
2
Error
9326.648
303
Total
26406.000
309
Corrected Total
10370.155
308
a R Squared = .101 (Adjusted R Squared = .086)

Mean
Square
F
208.702 6.780
4867.735 158.141
18.221
.592
384.171 12.481
19.292
.627
30.781

Sig.
.000
.000
.554
.000*
.535

For instance, the overall number of full-time employees did significantly
influence the prevalence of offering paid vacation days. The two-way analysis of
variance (ANOVA) shows a significance of less than .0005 between full-time paid
vacation and number of full-time employees (Table 4). Those businesses with a higher
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overall number of full-time employees tend to offer paid vacation days more frequently.
As the number of employees increases, the incidence of offering paid vacation days also
increases for each category.
Table 5. Business Owners by Sex and Full-Time Paid Vacation by Revenue
Business Offers FT
Male-Owned
Total Revenue8
Paid Vacation
Businesses
$0
No
Count
9
% within firms by sex
33.3%
Yes
Count
18
% within firms by sex
66.7%
Total
Count
27
% within firms by sex
100.0%
$25,001 to
No
Count
7
$100,000
% within firms by sex
70.0%
Yes
Count
3
% within firms by sex
30.0%
Total
Count
10
% within firms by sex
100.0%
$100,001 to
No
Count
29
$1,000,000
% within firms by sex
28.7%
Yes
Count
72
% within firms by sex
71.3%
Total
Count
101
% within firms by sex
100.0%
$1,000,001 or No
Count
6
more
% within firms by sex
6.8%
Yes
82
% within firms by sex
93.2%
Total
Count
88
% within firms by sex
100.0%

Female-Owned Equally-Owned
Businesses
Businesses
4
66.7%
2
1
33.3%
100.0%
6
1
100.0%
100.0%
3
1
75.0%
100.0%
1
25.0%
4
1
100.0%
100.0%
6
7
28.6%
29.2%
15
17
71.4%
70.8%
21
24
100.0%
100.0%
3
25.0%
6
9
100.0%
75.0%
6
12
100.0%
100.0%

Total
13
38.2%
21
61.8%
34
100.0%
11
73.3%
4
26.7%
15
100.0%
42
28.8%
104
71.2%
146
100.0%
9
8.5%
97
91.5%
106
100.0%

This relationship was similar for the control variable total revenue. Overall,
businesses in the highest revenue range9 are the most likely to offer paid vacation days
(Table 5). Since solely male-owned firms in my sample have the most cases in the
highest revenue range (78%) as well as a higher mean number of full-time employees,

8
9

Only revenue ranges with more than one category present are included in this and subsequent tables.
Revenue was listed in the KFS in large unequal ranges, so the difference that was significant was only for

the highest revenue category of $1,000,001 or more.
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this likely explains the slight (but not statistically significant) difference found in the
overall offering of paid vacation days found in Table 1. One finding of note is that of the
37 businesses listing $0 as revenue, male-owned firms are more likely than femaleowned firms to offer paid vacation10 (at a rate of 67% for males to 33% for females);
however, this difference was not statistically significant. This is particularly interesting
since for the remaining revenue categories, this benefit is more common at the higher
ranges.
Table 6. Business Owners by Sex and Full-Time Paid Vacation by Profit
Total Profit11

$10,001 to
$25,000

$25,001 to
$100,000

$100,001 to
$1,000,000

Business Offers FT
Male-Owned
Paid Vacation
Businesses
No
Count
11
% within firms by sex
52.4%
Yes
10
% within firms by sex
47.6%
Total
Count
21
% within firms by sex
100.0%
No
Count
10
% within firms by sex
18.9%
Yes
43
% within firms by sex
81.1%
Total
Count
53
% within firms by sex
100.0%
No
Count
7
% within firms by sex
11.1%
Yes
56
% within firms by sex
88.9%
Total
Count
63
% within firms by sex
100.0%

Female-Owned Equally-Owned
Businesses
Businesses
2
3
22.2%
100.0%
7
77.8%
9
3
100.0%
100.0%
5
3
45.5%
18.8%
6
13
54.5%
81.3%
11
16
100.0%
100.0%
3
37.5%
5
5
100.0%
62.5%
5
8
100.0%
100.0%

Total
16
48.5%
17
51.5%
33
100.0%
18
22.5%
62
77.5%
80
100.0%
10
13.2%
66
86.8%
76
100.0%

Profit data are missing for 30% of my sample and lacked significance for whether
or not a business offered paid vacation days. The category of $10,001-$25,000 was the
closest to exhibiting statistical significance with a chi-square of .055 . As seen in Table

10

Equally-owned firms had only 1 case in this category, but also offered paid vacation at $0 revenue.

11

Only profit ranges with more than one category present are included in this and subsequent tables.
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6, in this category female-owned firms are much more likely than equally-owned firms
and male-owned firms to offer paid vacation days. This relationship reverses for the next
range–$25,001 to $100,000 (the range with the most responses) and then reverses again
for the last range–$100,001 to $1,000,000. Although not statistically significant, overall
in the profit category it is female-owned firms that are the most likely to offer vacation
days (within those ranges in which all three categories are present). Male-owned firms
are not far behind at 89%.
6.1.3 Health Plan. Health plans are the second most frequently offered benefit for fulltime employees in my sample.
Table 7. Business Owners by Sex and Full-Time Health Plan
Business Offers
FT Health Plan
No
Yes
Total

Count
% within Firms by Sex
Count
% within Firms by Sex
Count
% within Firms by Sex

Male-Owned
Businesses
88
37.9%
144
62.1%
232
100.0%

Female-Owned
Businesses
16
42.1%
22
57.9%
38
100.0%

Equally-Owned
Businesses
17
43.6%
22
56.4%
39
100.0%

Total
121
39.2%
188
60.8%
309
100.0%

Of all employers in my sample, 61% offer their employees some form of health
plan (Table 7). Similar to vacation leave, male-owned firms offer this benefit to their
employees the most at 62%. The second category to offer it is female-owned firms at
58%. Equally-owned firms are the least like to offer this benefit to their employees,
offering it 56% of the time. The Pearson chi-square has an observed significance of .738.
Since the observed significance is greater than .05, this indicates that the null hypothesis–
that the sex of an owner and offering a health plan are independent–cannot be rejected.
In the case of health plans, the variable of sex is independent and does not relate to
whether or not a business will offer this benefit to their full-time employees.
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Table 8. Majority Category Business Owners by Sex and Full-Time Health Plan
Business Offers
FT Health Plan

No
Yes
Total

Majority Male- Majority FemaleOwned Businesses Owned Businesses
Count
1
4
% within Majority Firms Only
14.3%
36.4%
Count
6
7
% within Majority Firms Only
85.7%
63.6%
Count
7
11
% within Majority Firms Only
100.0%
100.0%

Total
5
27.8%
13
72.2%
18
100.0%

For the two majority-ownership categories, the overall incidence of offering a
health plan is 72% (Table 8), which is higher than that for the three main ownership
groups at 61%. Again, majority male-owned firms are the most likely to offer a health
plan at 86%. Majority female-owned firms are less likely to offer this benefit at 64%.
The chi-square is .308 and greater than .05, which indicates that the null hypothesis–that
the sex of an owner and offering a health plan are independent–cannot be rejected. In the
case of health plans, the variable of sex is independent and does not relate to whether or
not a business will offer this benefit to their full-time employees. While not statistically
significant, it appears that majority male-owned firms are more likely than majority
female-owned firms to offer health plans to their full-time employees.
6.1.4 Control Variables for Health Plans. All of my control variables indicate no
significant relationships between variables and, with the exception of number of
employees, no significant relationships between the control variable and the incidence of
offering a health plan.
Similar to the variable of paid vacation, the incidence of offering a health plan
rises in direct proportion to the mean number of employees. There is a relationship
between the number of employees and the incidence of a health plan.
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Table 9. ANOVA Table for Sex of Owner & Health Plan by FTE
Dependent Variable: Number of Full-Time Employees
Type III Sum of
Source
Squares
df
Corrected Model
1410.176
5
Intercept
6098.752
1
SEX
80.373
2
Health Plan
458.593
1
SEX * Health Plan
38.202
2
Error
8959.980
303
Total 26406.000
309
Corrected Total 10370.155
308
a R Squared = .136 (Adjusted R Squared = .122)

Mean
Square
F
282.035 9.538
6098.752 206.242
40.186
1.359
458.593 15.508
19.101
.646
29.571

Sig.
.000
.000
.258
.000*
.525

This relationship occurs with an ANOVA significance of less than .005 (Table 9),
meaning that the relationship between the number of employees and the prevalence of a
health plan for full-time employees could happen by chance less than .5% of the time (or
5 chances out of 1000).
For the remaining control variables, there are no findings of note. There is no
difference among age groups and the prevalence of a health plan being offered.
Predictably, as levels of both profit and revenue increase, so does the incidence of health
plans. Employers with more money tend to offer more health benefits.
6.1.5 Paid Sick Leave. The third most frequently offered benefit for full-time employees
in my sample is paid sick leave.

Table 10. Business Owners by Sex and Full-Time Paid Sick Leave
Business Offers
FT Paid Sick Leave
No
Yes
Total

Count
% within Firms by Sex
Count
% within Firms by Sex
Count
% within Firms by Sex

Male-Owned
Businesses
84
36.4%
147
63.6%
231
100.0%

Female-Owned
Businesses
25
65.8%
13
34.2%
38
100.0%
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Equally-Owned
Businesses
25
64.1%
14
35.9%
39
100.0%

Total
134
43.5%
174
56.5%
308
100.0%

Of all employers in my sample just over half, 57%, offer their full-time
employees paid sick leave (Table 10). Male-owned firms offer paid sick leave at a higher
rate of 64%. Equally-owned firms provide paid sick leave at a lower rate of 36%.
Female-owned firms are the least likely to offer this benefit at 34%. Overall, maleowned firms are the most likely to offer their full-time employees paid sick leave.
The Pearson chi-square has a value of less than .0005. Since the observed
significance is less than .05, this indicates that the null hypothesis–that the sex of an
owner and offering paid sick leave are independent–can be rejected. In the case of paid
sick leave, there is a relationship between the variable of sex and the incidence of paid
sick leave. The result, however, is the opposite of what my original hypothesis was, in
that male-owned firms are actually more likely than female-owned firms (and equallyowned firms) to offer sick leave. The lambda value for this benefit is .172, meaning that
the sex of a business owner can be used to predict the incidence of offering paid sick
leave 17% of the time. That is, knowing the sex of an owner in this age group will
reduce the errors in predicting whether or not a business offers paid vacation leave to its
full-time employees by 17%. Since the value of lambda is over 10% the relationship is
important.
Table 11. Majority Category Business Owners by Sex & Full-Time Paid Sick Leave
Business Offers
FT Paid Sick Leave

No
Yes
Total

Majority Male- Majority FemaleOwned Businesses Owned Businesses
Count
1
7
% within Majority Firms Only
14.3%
63.6%
Count
6
4
% within Majority Firms Only
85.7%
36.4%
Count
7
11
% within Majority Firms Only
100%
100%
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Total
8
44.4%
10
55.6%
18
100%

This relationship is mirrored in the majority category as well. The overall
incidence of paid sick leave is close to half at 56% (Table 11). Majority male-owned
firms are the most likely to offer paid sick leave at 86%, while majority female-owned
firms offer sick leave only 36% of the time. It seems that for both sets, male owners offer
paid sick leave at a higher rate than either female owners or equally-owned firms. The
Pearson chi-square is also significant for this category at .04 . That is there are 4 chances
out of 100 that this relationship (between sex and paid sick leave) occurs by chance.
6.1.6 Control Variables for Paid Sick Leave. The significant relationship between the sex
of the owner and the incidence of paid sick days disappears when the control for number
of full-time employees is added.
Table 12. ANOVA Table: Sex of Owner & Pd Sick Leave by FTE
Dependent Variable: Number of Full-Time Employees
Type III Sum of
Source
Squares
df
Corrected Model
725.436
5
Intercept
6353.088
1
SEX
39.192
2
Paid Sick Leave
171.410
1
SEX * Paid Sick Leave
33.529
2
Error
9617.551
302
Total 26402.000
308
Corrected Total 10342.987
307
a R Squared = .070 (Adjusted R Squared = .055)

Mean
Square
F
145.087 4.556
6353.088 199.493
19.596
.615
171.410 5.382
16.765
.526
31.846

Sig.
.001
.000
.541
.021*
.591

The only significant relationship that remains after adding the control variable for
number of full-time employees is the relationship between the number of full-time
employees and the incidence of paid sick leave with an ANOVA of .021 (Table 12). The
significance between sex and paid sick leave is .541 after adding this variable, meaning
the relationship between sex and paid sick leave, when accounting for the number of full-
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time employees, happens by chance at a rate of almost 54%. The significance between
all three variables is at a similarly high level, .591 (or 59%).
This significant relationship between the number of full-time employees and the
incidence of paid sick leave is similar to the relationship found in the previous categories
of vacation leave and health plans. The incidence of sick leave increases (almost equally)
for each ownership category as the number of full-time employees increases. While the
relationship between sex and the incidence of sick pay disappears when controlling for
the number of full-time employees, it remains in the other control variables at certain
intervals.
Table 13. Business Owners by Sex and Full-Time Paid Sick Leave by Age
Age12 Range of Business Offers FT
Male-Owned
Owner 1
Paid Sick Leave
Businesses
25-34
No
Count
11
% within firms by sex
36.7%
Yes
Count
19
% within firms by sex
63.3%
Total
Count
30
% within firms by sex
100.0%
35-44
No
Count
36
% within firms by sex
40.4%
Yes
Count
53
% within firms by sex
59.6%
Total
Count
89
% within firms by sex
100.0%
45-54
No
Count
22
% within firms by sex
31.4%
Yes
Count
48
% within firms by sex
68.6%
Total
Count
70
% within firms by sex
100.0%
55-64
No
Count
11
% within firms by sex
31.4%
Yes
24
% within firms by sex
68.6%
Total
Count
35
% within firms by sex
100.0%

12

Female-Owned Equally-Owned
Businesses
Businesses
3
4
60.0%
100.0%
2
40.0%
5
4
100.0%
100.0%
9
10
64.3%
62.5%
5
6
35.7%
37.5%
14
16
100.0%
100.0%
9
9
75.0%
64.3%
3
5
25.0%
35.7%
12
14
100.0%
100.0%
3
2
60.0%
40.0%
2
3
40.0%
60.0%
5
5
100.0%
100.0%

Only age ranges with all three categories present are represented.
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Total
18
46.2%
21
53.8%
39
100.0%
55
46.2%
64
53.8%
119
100.0%
40
41.7%
56
58.3%
96
100.0%
16
35.6%
29
64.4%
45
100.0%

For the variable of age, there is interaction at several levels. The first is for the
age group 25-34, with a chi-square of .046 . This age range has both a statistically
significant chi-square and an important lambda value. The lambda value for this range is
.185 , meaning the relationship between sex and paid sick leave, when accounting for the
age range 25-34, happens by chance at a rate of less than 5% and knowing the sex of a
business owner in this age range can reduce the errors by 18.5% in predicting if a
business offers paid sick leave. The lambda value indicates that this is an important
relationship, however it may be affected by the low cell count. In this age group the
average incidence of sick leave is 54%. Male-owned businesses in this age group are
significantly more likely to offer their employees paid sick leave at a rate of 63% (Table
13) compared to equally-owned firms (0) and female-owned firms (40%).
The second incidence of interaction is for the age group of 45-54. It is the most
statistically significant with a chi-square significance of .003 and each cell has an
adequate count. It also has an important lambda value at .152. Meaning that this
happens by chance at a rate of less than 5% and knowing the sex of a business owner in
this age range can reduce the errors by 15% in predicting if a business offers paid sick
leave. Again, this is an important relationship. In this age group, sick leave is offered at
a rate of 58%. Male-owned businesses are much more likely than female-owned and
slightly more likely than equally-owned businesses to offer sick leave (at rates of 69%,
40%, and 60% respectively). However, it is possible that this is caused by differences in
the overall numbers of full-time employees.
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In order to determine if this was the case, I ran another ANOVA test to control for
both age and number of employees, looking specifically at the two age ranges in which
there was significance: 25-34 and 45-54.
Table 14. ANOVA Table: Sex of Owner, Age, & Paid Sick by FTE
Dependent Variable: Number of Full-Time Employees
Type III Sum of
Source
Squares
Corrected Model
1246.992
Intercept
2654.441
SEX
26.689
Paid Sick Leave
275.453
Age Owner 1
124.173
SEX * Paid Sick Leave
4.263
SEX * Age Owner 1
184.892
Paid Sick Leave * Age Owner 1
184.287
SEX * Paid Sick Leave * Age Owner 1
113.682
Error
9095.995
Total
26402.000
Corrected Total
10342.987
a R Squared = .121 (Adjusted R Squared = .032)

df
28
1
2
1
5
2
8
5
5
279
308
307

Mean Square
44.535
2654.441
13.345
275.453
24.835
2.132
23.111
36.857
22.736
32.602

F
1.366
81.419
.409
8.449
.762
.065
.709
1.131
.697

Sig.
.109
.000
.664
.004*
.578
.937
.684
.344
.626

When testing all 4 variables, the significance is lost for all variables relating to
paid sick days except number of employees with a significance of .004 (Table 14).
Specifically looking at the two significant age groups, the incidence of paid sick leave
increases with the number of employees for the age range 25-34, but this is not the case
for 45-54 (Appendix B). For this age range, equally-owned firms are the only category
not to increase the prevalence of sick leave with an increase in the number of full-time
employees. In fact, the incidence of sick leave actually decreases with an increase of
employees for this age group! This result also may be influenced by the predominately
male owners in the 45-54 age range in equally-owned firms.
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Table 15. Full-Time Paid Sick Leave by Revenue
Total
Revenue13
$0

Business Offers FT
Male-Owned
Paid Sick Leave
Businesses
No
Count
12
% within firms by sex
44.4%
Yes
Count
15
% within firms by sex
55.6%
Total
Count
27
% within firms by sex
100.0%
$25,001 to
No
Count
7
$100,000
% within firms by sex
70.0%
Yes
Count
3
% within firms by sex
30.0%
Total
Count
10
% within firms by sex
100.0%
$100,001 to
No
Count
42
$1,000,000
% within firms by sex
42.0%
Yes
Count
58
% within firms by sex
58.0%
Total
Count
100
% within firms by sex
100.0%
$1,000,001 or No
Count
20
more
% within firms by sex
22.7%
Yes
68
% within firms by sex
77.3%
Total
Count
88
% within firms by sex
100.0%

Female-Owned Equally-Owned
Businesses
Businesses
5
83.3%
0%
1
1
16.7%
100.0%
6
1
100.0%
100.0%
4
1
100.0%
100.0%
0%
4
100.0%
14
66.7%
7
33.3%
21
100.0%
1
16.7%
5
83.3%
6
100.0%

0%
1
100.0%
15
62.5%
9
37.5%
24
100.0%
8
66.7%
4
33.3%
12
100.0%

Total
17
50.0%
17
50.0%
34
100.0%
12
80.0%
3
20.0%
15
100.0%
71
49.0%
74
51.0%
145
100.0%
29
27.4%
77
72.6%
106
100.0%

For revenue there is a significant relationship for the two highest revenue ranges.
In the highest revenue bracket ($1,000,001 or more), firms offer sick leave at an average
rate of 73%. Female-owned firms offer paid sick leave at a rate of 83%, compared to
male-owned firms at 77% and equally-owned firms at 33% (Table 15). This level has the
strongest interaction with a chi-square significance of .005 . The lambda value for this
range is .138 or roughly a 14% reduction in errors. At this level female-owned firms are
the most likely to offer paid sick leave. There is also interaction at the level one step
lower–$100,001 to $1,000,000–with a chi-square significance of .042 and a lambda of
.183 (or 18%). At this level, 51% all firms offer paid sick leave. Male-owned firms at

13

Only revenue ranges with more than one category present are included in this and subsequent charts.
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this revenue level offer sick leave at a greater prevalence than the other two categories
(58% compared to 33% and 38%).
The $100,001 to $1,000,000 is the modal revenue range for female-owned
businesses and has the highest number of cases overall. For women-owned firms at this
level of revenue to lack sick leave is difficult to explain, especially since they are the
leaders in offering sick leave at the highest level. One possible explanation is that it
could be a flaw in the answer choices themselves. Generally, as revenue increases, the
incidence of paid sick leave increases and this is true at the next level of revenue for
female-owned firms. Perhaps female-owners who chose this response are actually at the
lower end of the spectrum and are reflecting the results found in the category below this
revenue range where paid sick leave is less common. Unfortunately, without access to
the original ratio level responses, I cannot test this.
Another finding of note (but not statistical significance) is the prevalence of paid
sick leave at the $0 revenue level. Again for this category, male-owned firms are the
majority to offer this benefit at 56%, followed by female-owned firms at 17% (equallyowned firms offer it at a rate of 100%; however, there is only one case in this category).
This is of particular interest since it goes against the trend of increasing a benefit as
revenue increases.
Again, I sought to find out if there was an additional relationship between these
variables at the $0 revenue level and the overall number of full-time employees. After
running the analysis (Appendix B), I found that for male-owned firms this benefit
actually has a slight decrease as the number of employees increases, whereas femaleowned firms at the $0 revenue level follow the pattern of increasing the benefit as the
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number of employees increases. It should be noted however, that overall very few
businesses are in this category (with only one female-owned business responding
affirmatively).
Table 16. Business Owners by Sex and Full-Time Paid Sick Leave by Profit
Total Profit
$10,001 to
$25,000

$25,001 to
$100,000

$100,001 to
$1,000,000

Business Offers FT
Male-Owned
Paid Sick Leave
Businesses
No
Count
15
% within firms by sex
71.4%
Yes
Count
6
% within firms by sex
28.6%
Total
Count
21
% within firms by sex
100.0%
No
Count
20
% within firms by sex
37.7%
Yes
Count
33
% within firms by sex
62.3%
Total
Count
53
% within firms by sex
100.0%
No
Count
15
% within firms by sex
23.8%
Yes
Count
48
% within firms by sex
76.2%
Total
Count
63
% within firms by sex
100.0%

Female-Owned Equally-Owned
Businesses
Businesses
6
3
66.7%
100.0%
3
33.3%
0%
9
3
100.0%
100.0%
7
11
63.6%
68.8%
4
5
36.4%
31.3%
11
16
100.0%
100.0%
1
5
20.0%
62.5%
4
3
80.0%
37.5%
5
8
100.0%
100.0%

Total
24
72.7%
9
27.3%
33
100.0%
38
47.5%
42
52.5%
80
100.0%
21
27.6%
55
72.4%
76
100.0%

There is also a statically significant relationship for the variable of profit. This
occurs at profit level of $25,001 to $100,000. At this level the chi-square has a
significance of .048 and the average offering of paid sick days is 53% (Table 16). Maleowned firms in this range offer this benefit the most at 62% compared to female-owned
firms at 36% and equally-owned at 31%. Similar to the mid-range category for revenue,
it is possible that the female-owned firms in this category are at the lower end of the
scale, especially since the rate is closer to that found in the next lower revenue range
(where female-owned firms offer sick leave at a rate of 33%). This would also explain
why female-owned firms increase this benefit (offering it more than male-owned firms)
for the next level. The next range ($100,001-$1,000,000) has a chi-square close to
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significance at .065 , so it is worth looking at that category as well. As previously
mentioned, at this level female-owned firms lead at 80% and male-owned firms follow
closely at 76%, but it is equally-owned firms that fall far below the overall rate of 38%.
Since the incidence of sick leave increases at the upper profit ranges for the other
two ownership categories, it is in these upper ranges where the biggest difference is seen
for equally-owned firms. In addition to the possible issues discussed in regard to age,
there may also be another explanation. It seems that in equally-owned businesses there
could be stagnation in the offering of certain benefits due to the very nature of the
organization. With each owner controlling the firm equally, perhaps there is a lack of
clear leadership and decision-making. This may lead to business owners in this type of
firm choosing not to offer benefits at all.
6.1.7 Flextime. Flextime is the least offered benefit for full-time employees in my
sample, with businesses offering or not offering this benefit at almost equal rates.
Table 17. Business Owners by Sex and Full-Time Flextime
Business Offers
FT Flextime
No
Yes
Total

Count
% within Firms by Sex
Count
% within Firms by Sex
Count
% within Firms by Sex

Male-Owned
Businesses
109
47.0%
123
53.0%
232
100.0%

Female-Owned
Businesses
19
50.0%
19
50.0%
38
100.0%

Equally-Owned
Businesses
19
48.7%
20
51.3%
39
100.0%

Total
147
47.6%
162
52.4%
309
100.0%

Only 52% of all businesses offer this benefit (Table 17). All three ownership
categories have results that are close to the overall rate, with male-owned businesses
offering it slightly more often at 53% and female-owned businesses offering it slightly
less often at 50%. Equally-owned businesses were in the middle at a rate of 51%. The
Pearson chi-square has an observed significance of .981. Since the observed significance
41

is greater than .05, this indicates that the null hypothesis–that the sex of an owner and
offering flextime are independent–cannot be rejected. In fact this chi-square is close to
indicating that the incidence of flextime is offered by chance 100% of the time (98%).
This parallels what can be seen in the overall data and indicates that in the case of
flextime, the variable of sex is independent and does not relate to whether or not a
business will offer this benefit.
Table 18. Majority Category Business Owners by Sex & Full-Time Flextime
Business Offers
FT Flextime

No
Yes
Total

Majority Male- Majority FemaleOwned Businesses Owned Businesses
Count
3
6
% within Majority Firms Only
42.9%
54.5%
Count
4
5
% within Majority Firms Only
57.1%
45.5%
Count
7
11
% within Majority Firms Only
100%
100%

Total
9
50.0%
9
50.0%
18
100%

Even the smallest categories reflect this proximity to chance. While for the
previous three benefits, these two categories exhibited results on the extreme ends, for
this benefit they are closer to the average. Majority male-owned businesses offer this
benefit the most at 57% (Table 18) of the time and majority female-owned firms the least
at 46% of the time, but overall they are much closer to the main groups‘ rate of 52% than
for all other full-time benefits. The chi-square for this benefit is not statistically
significant at .629 .
6.1.8 Control Variables for Flextime. For the control variable number of employees,
there is a small, but not statistically significant, interaction between all three variables.
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Table 19. ANOVA Table: Sex of Owner & Flextime by FTE
Dependent Variable: Number of Full-Time Employees
Type III Sum of
Source
Squares
df
Corrected Model
300.442
5
Intercept
6871.029
1
SEX
131.973
2
Flextime
10.016
1
SEX * Flextime
157.241
2
Error 10069.714
303
Total 26406.000
309
Corrected Total 10370.155
308
a R Squared = .029 (Adjusted R Squared = .013)

Mean
Square
F
60.088
1.808
6871.029 206.751
65.986
1.986
10.016
.301
78.620
2.366
33.233

Sig.
.111
.000
.139
.583
.096

This relationship has an ANOVA significance of .096 (Table 19), making it
explained by chance close to 10% of the time. While not statistically significant, this
relationship is interesting in that female-owned firms do the opposite of what they have
been doing for all the previous benefit categories.
While equally-owned and male-owned firms follow the precedent of increasing a
benefit with increased employees, female-owned firms do the reverse in this case.
Female-owned firms actually decrease the flextime benefit as the number of full-time
employees increases. Female-owned firms in my sample tend to have higher numbers of
part-time employees, and flextime is the most popular benefit for part-time employees. It
is possible that female-owned firms with lower numbers of full-time employees, but
higher numbers of part-time employees are more likely to offer this benefit. In order to
determine if this was the case, I ran a simple case summary for all four variables.
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Table 20. Case Summaries for Sex of Owner & FT Flex by FTE and PTE
Firms by Sex of
Owner
Male-Owned
Businesses
Female-Owned
Businesses
Equally-Owned
Businesses
Total

Business Offers
FT Flextime
No
Yes
Total
No
Yes
Total
No
Yes
Total
No
Yes
Total

Mean
Mean
Mean
Mean
Mean
Mean
Mean
Mean
Mean
Mean
Mean
Mean

Number of FT
Employees
7.16
7.96
7.58
7.63
4.16
5.89
5.63
6.80
6.23
7.02
7.37
7.20

Number of PT
Employees
2.36
2.91
2.65
2.63
5.26
3.95
4.26
3.80
4.03
2.64
3.30
2.98

In male-owned firms the average number of full-time employees (FTE) is 7.58
and the average number of part-time employees (PTE) is 2.65 (Table 20). The mean
number of employees at a firm with or without flextime remains close to the total mean,
increasing or decreasing by no more than .5. This is also the case for equally-owned
firms (although it is .6), where the individual totals remain close to the category averages
of 7.2 FTE‘s and 2.98 PTE‘s. However, this is not the case for female-owned firms
where the average number of FTE‘s is 5.89 and 3.95 for PTE‘s. For this category, the
numbers increase and decrease considerably from the total averages. In firms that offer
flextime to employees, the average number of PTE‘s is 5.26 and considerably higher than
the category average, while the number of FTE‘s in these same firms is much lower than
the overall average at 4.16. For female-owned firms there is a difference of more than 1
for both FTE‘s and PTE‘s14. In fact it does seem that for female-owned firms, whether or
not a full-time employee is offered flextime is related to how many part-time employees
are at a firm.
14

The exact difference between the total average number of FTE‘s and the average for firms offering

flextime is -1.73 and for PTE‘s it is +1.31.
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For the remaining control variables there is no significant relationship on the
incidence of flextime for full-time employees. Age, profit, and revenue all have similar
and equal probability of flextime being offered. Since all the categories in my sample fall
within close proximity to offering it 50% of the time there seems to be an equal
probability that any business (regardless of ownership status or any other variable) will
(or will not) offer this benefit.
6.1.9 Overall Findings for FTE. Overall in my sample the most relevant variable for
benefits is the number of full-time employees, not the sex of the business owner. In
general it is male-owned and majority male-owned firms in my sample that offer benefits
most frequently. This may be due to the higher numbers of full-time employees at male
and majority-male owned businesses.
The most interesting findings are those concerning the male owners aged 45-54 at
equally-owned firms and the incidence of flex-time for full-time employees at femaleowned firms. I did not expect to find one age group that would behave differently in an
all-male environment than it would in a mixed-sex environment. If this finding can be
repeated in larger studies, it may indicate a need for targeted training to be made
available to this group. In any case, it points to a need for more studies of equally-owned
businesses. I explore the second finding–that female-owned firms with higher numbers
of part-time employees have a higher incidence of flextime for their full-time employees–
further in the next section.
6.2 Part-Time Employees
6.2.1 Flextime. As with full-time employees, I decided to start with the most popular
benefit first. For part-time employees, it is flextime.
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Table 21. Business Owners by Sex and Part-Time Flextime
Business Offers
PT Flextime
No
Yes
Total

Count
% within Firms by Sex
Count
% within Firms by Sex
Count
% within Firms by Sex

Male-Owned
Businesses
87
55.8%
69
44.2%
156
100.0%

Female-Owned
Businesses
15
53.6%
13
46.4%
28
100.0%

Equally-Owned
Businesses
18
62.1%
11
37.9%
29
100.0%

Total
120
56.3%
93
43.7%
213
100.0%

Less than half (44%) of all businesses in my sample offer this benefit (Table 21).
Female-owned businesses offer their part-time employees flextime slightly more often at
46% followed closely by male-owned businesses at 44%. Equally-owned businesses
offer it the least at a rate of 38%. The Pearson chi-square has an observed significance of
.781. Since the observed significance is greater than .05, this indicates that the null
hypothesis–that the sex of an owner and offering flextime to part-time employees are
independent–cannot be rejected. This parallels what is seen in the full-time employee
data and indicates that in the case of flextime, the variable of sex is independent and does
not relate to whether or not a business will offer this benefit.
Table 22. Majority Category Business Owners by Sex & Part-Time Flextime
Business Offers
PT Flextime

No
Yes
Total

Majority Male- Majority FemaleOwned Businesses Owned Businesses
Count
1
3
% within Majority Firms Only
25.0%
37.5%
Count
3
5
% within Majority Firms Only
75.0%
62.5%
Count
4
8

Total
4
33.3%
8
66.7%
12

Both of these categories offer flextime to their part-time employees at a higher
rate (67%) compared to the previous categories (44%). Majority male-owned businesses
offer this benefit the most at 75% (Table 22) majority female-owned firms follow at 63%
of the time. The chi-square for this benefit is not statistically significant at .665 .
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6.2.2 Control Variables for Flextime. For the control variables age, revenue, and profit
there are no significant relationships for part-time employees. The only significant
relationship is for the control variable number of part-time employees. For this control
variable, there are several significant relationships including a statistically significant
interaction between all three variables.
Table 23. ANOVA Table: Sex of Owner & Flextime by PTE
Dependent Variable: Number of Part-Time Employees
Source
Type III Sum of Squares
Corrected Model
224.993
Intercept
2803.239
SEX
105.723
Flextime
96.262
SEX * Flextime
128.158
Error
2916.538
Total
7055.000
Corrected Total
3141.531
a R Squared = .072 (Adjusted R Squared = .049)

df
5
1
2
1
2
207
213
212

Mean
Square
F
44.999
3.194
2803.239 198.959
52.861
3.752
96.262
6.832
64.079
4.548
14.090

Sig.
.008
.000
.025*
.010*
.012*

This relationship between all three variables has an ANOVA significance of .012
(Table 23), making it explained by chance close to 1% of the time. This means that there
is a relationship between the number of PTE‘s, the incidence of offering flextime, and the
sex of a business owner. In addition to the relationship between all three variables, there
are also relationships between each of the variables. The ANOVA test finds a significant
relationship between the sex of the business owner and the overall number of part-time
employees as well as the incidence of flextime in relationship to the number of PTE‘s.
The relationship between the number of PTE‘s and the sex of an owner could happen by
chance less than 3% of the time, while the relationship between the incidence of flextime
and total number of PTE‘s is 1%. The reason that there is a significant finding with
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ANOVA but not one with chi-square (Table 21) is due to the ANOVA being a more
precise form of measurement since it includes a ratio level variable.
The relationship that occurs among all three variables is strongest in the femaleowned firms and mirrors what is seen in the analysis for full-time employees. That is, for
female owned firms the incidence of flextime is greatest at firms with the most part-time
employees. This means that female-owned businesses are more likely, in the sample, to
offer flextime to part-time employees and that this benefit increases as the number of
PTE‘s increases at these firms. This is also true for equally-owned firms. Male-owned
firms do not follow this pattern and offer flextime slightly less if there are more part-time
employees, however this difference is relatively small (less than .4: Appendix B).
Additionally male-owned firms have the least number of PTE‘s compared to the other
two categories (Appendix A).
6.2.3 Paid Vacation Leave. The second most cited benefit for part-time employees is
paid vacation leave.
Table 24. Business Owners by Sex and Part-Time Paid Vacation Leave
Business Offers
Male-Owned
PT Paid Vacation Leave
Businesses
No
Count
121
% within Firms by Sex
77.1%
Yes
Count
36
% within Firms by Sex
22.9%
Total
Count
157
% within Firms by Sex
100.0%

Female-Owned
Businesses
26
92.9%
2
7.1%
28
100.0%

Equally-Owned
Businesses
23
79.3%
6
20.7%
29
100.0%

Total
170
79.4%
44
20.6%
214
100.0%

Paid vacation leave for part-time employees is offered by less than a quarter
(21%) of firms in my sample (Table 24). Male-owned businesses are the most likely to
offer this benefit at 23% followed closely by equally-owned firms at 21%. Femaleowned firms offer this benefit the least at 7%.
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The Pearson chi-square has an observed

significance of .163. Since the observed significance is greater than .05, this indicates
that the null hypothesis–that the sex of an owner and offering paid vacation time to parttime employees are independent–cannot be rejected. The variable of sex is independent
and does not relate to whether or not a business will offer this benefit.
Table 25. Majority Category Business Owners by Sex & Part-Time Paid Vacation
Business Offers
PT Paid Vacation

No
Yes
Total

Majority Male- Majority FemaleOwned Businesses Owned Businesses
Count
2
7
% within Majority Firms Only
50.0%
87.5%
Count
2
1
% within Majority Firms Only
50.0%
12.5%
Count
4
8

Total
9
75.0%
3
25.0%
12

Majority male-owned businesses offer this benefit the most at 50% (Table 25).
Majority female-owned firms offer paid vacation 13% of the time. The chi-square for
this benefit is not statistically significant at .157 . Although not statistically significant,
for both sets it is male owners who offer paid vacation leave at the highest rates for parttime employees, while for both female- and majority female-owned firms this benefit is
offered at an extremely low rate for part-time employees.
6.2.4 Control Variables for Paid Vacation Leave. For the control variables age, revenue,
and profit there are no significant relationships for part-time employees, while for the
number of part-time employees there was one significant relationship.
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Table 26. ANOVA Table: Sex of Owner & Paid Vacation by PTE
Dependent Variable: Number of Part-Time Employees
Source
Type III Sum of Squares
Corrected Model
181.903
Intercept
744.371
SEX
64.462
Flextime
1.725
SEX * Flextime
75.638
Error
2957.709
Total
7069.000
Corrected Total
3139.612
a R Squared = .058 (Adjusted R Squared = .035)

df
5
1
1
2
2
208
214
213

Mean
Square
36.381
744.371
64.462
.862
37.819
14.220

F
2.558
52.348
4.533
.061
2.660

Sig.
.029
.000
.034*
.941
.072

While the relationship between the number of part-time employees, paid vacation
leave and sex was close to significance at .072 (Table 26), the only significant
relationship was between the sex of an owner and the number of PTE‘s. This relationship
had a significance of .034. While in subsequent benefits categories benefits increased
with the number of employees, for this benefit it is reversed for two of the three
ownership categories. For male-owned firms, the incidence of paid vacation leave is
relatively uninfluenced by the number of PTE‘s. However, for female-owned and
equally-owned firms, the incidence of paid vacation leave decreases sharply as the
number of PTE‘s increases. This might be related to the number of FTE‘s in that the
incidence of paid vacation leave for part-time employees might increase as the number of
full-time employees increases–a reverse of the relationship that I found between
employees and flextime. In order to ascertain if this was the case, I ran another case
summary for these variables (Appendix B). However, unlike the previous category I
found no link between the number of FTE‘s, PTE‘s and the incidence of offering parttime paid vacation leave.
So the original finding stands that the opportunity for part-time paid vacation
leave decreases as the number of part-employees increases for female and equally-owned
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firms. This goes contrary to the hypothesis in that benefits for part-time workers are
decreasing in some cases at female-owned (and equally-owned) firms compared to maleowned firms.
6.2.5 Paid Sick Leave. The third most offered benefit for part-time employees in my
sample is paid sick leave.
Table 27. Business Owners by Sex and Part-Time Paid Sick Leave
Business Offers
PT Paid Sick Leave
No
Yes
Total

Count
% within Firms by Sex
Count
% within Firms by Sex
Count
% within Firms by Sex

Male-Owned
Businesses
128
81.5%
29
18.5%
157
100.0%

Female-Owned
Businesses
25
89.3%
3
10.7%
28
100.0%

Equally-Owned
Businesses
27
93.1%
2
6.9%
29
100.0%

Total
180
84.1%
34
15.9%
214
100.0%

Of all employers with part-time employees in my sample, 16% offer their parttime employees paid sick leave (Table 27). Male-owned firms offer paid sick leave at a
higher rate of 19%. Equally-owned firms provide paid sick leave at a lower rate of 11%.
Female-owned firms are the least likely to offer this benefit at 7%. Overall, male-owned
firms are the most likely to offer their part-time employees paid sick leave.
The Pearson chi-square has a value of .212 . Since the observed significance is
greater than .05, this indicates that the null hypothesis–that the sex of an owner and
offering paid sick leave are independent–cannot be rejected. In the case of paid sick
leave, there is no relationship between the variable of sex and this benefit.
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Table 28. Majority Category Business Owners by Sex & Part-Time Paid Sick Leave
Business Offers
PT Paid Sick Leave

No
Yes
Total

Majority Male- Majority FemaleOwned Businesses Owned Businesses
Count
2
6
% within Majority Firms Only
50.0%
75.0%
Count
2
2
% within Majority Firms Only
50.0%
25.0%
Count
4
8
% within Majority Firms Only
100%
100%

Total
8
66.7%
4
33.3%
12
100%

The majority category firms are slightly more likely overall to offer part-time
employees paid sick leave at 33% (Table 28). Again, majority male-owned firms offer
this benefit the most at 50% followed by majority female-owned firms at 25%. However,
both majority category firms offer paid sick leave at a higher rate than the highest level
offered by the previous categories.
The Pearson chi-square has a value of .386 . Since the observed significance is
greater than .05, this indicates that the null hypothesis–that the sex of an owner and
offering paid sick leave are independent–cannot be rejected. In the case of paid sick
leave, there is no relationship between the variable of sex and this benefit.
6.2.6 Control Variables for Paid Sick Leave. Again for the control variables age,
revenue, and profit no significant relationships were found. Unlike the previous two
benefits, there is also no statistically significant relationship between the number of parttime employees and this benefit and/or the sex of the owner.
6.2.7 Health Plan. The least most offered benefit to part-time employees in my sample is
a health plan.
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Table 29. Business Owners by Sex and Part-Time Paid Health Plan
Business Offers
PT Health Plan
No
Yes
Total

Count
% within Firms by Sex
Count
% within Firms by Sex
Count
% within Firms by Sex

Male-Owned
Businesses
134
85.4%
23
14.6%
157
100.0%

Female-Owned
Businesses
26
89.7%
3
10.3%
29
100.0%

Equally-Owned
Businesses
24
82.8%
5
17.2%
29
100.0%

Total
184
85.6%
31
14.4%
215
100.0%

Of all employers with part-time employees in my sample only 14% offer their
part-time employees a health plan (Table 29). Equally-owned firms provide health plans
the most at a rate of 17%. Male-owned firms offer health plans next at a rate of 15%.
Female-owned firms are the least likely to offer this benefit at 10%. Overall, equallyowned firms are the most likely to offer their part-time employees a health plan. This is
the first incidence where equally-owned firms have led in offering a benefit to any type
of employee.
The Pearson chi-square has a value of .747 . Since the observed significance is
greater than .05, this indicates that the null hypothesis–that the sex of an owner and
offering a health plan are independent–cannot be rejected. In the case of health plans,
there is no relationship between the variable of sex and this benefit.
Table 30. Majority Category Business Owners by Sex & Part-Time Health Plan
Business Offers
PT Health Plan

No
Yes
Total

Majority Male- Majority FemaleOwned Businesses Owned Businesses
Count
3
7
% within Majority Firms Only
75.0%
87.5%
Count
1
1
% within Majority Firms Only
25.0%
12.5%
Count
4
8
% within Majority Firms Only
100%
100%

Total
10
83.3%
2
16.7%
12
100%

For the two majority-ownership categories, the overall incidence of offering a
health plan is 17% (Table 30). Majority male-owned firms are the most likely to offer a
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health plan at 25%. Majority female-owned firms are less likely to offer this benefit at
13%. The chi-square is .584 and greater than .05, which indicates that the null
hypothesis–that the sex of an owner and offering a health plan are independent–cannot be
rejected. In the case of health plans, the variable of sex is independent and does not
relate to whether or not a business will offer this benefit to their part-time employees.
6.2.8 Control Variables for Health Plan. For the control variable of revenue, no
significant relationship was found. For age, there was one significant relationship at the
65-74 level; however, it is based on only 1 case for female-owned firms. The next
significant relationship was for the variable profit. This was again for only one level, and
in this instance there were more cases, but it still had lower than the expected count.
Table 31. Business Owners by Sex and Part-Time Health Plan by Profit
Total Profit
$25,001 to
$100,000

Business Offers PT
Male-Owned
Health Plan
Businesses
No
Count
34
% within firms by sex
97.1%
Yes
Count
1
% within firms by sex
2.9%
Total
Count
35
% within firms by sex
100.0%

Female-Owned Equally-Owned
Businesses
Businesses
6
8
75.0%
72.7%
2
3
25.0%
27.3%
8
11
100.0%
100.0%

Total
48
88.9%
6
11.1%
54
100.0%

At the 25,001-$100,000 level, the chi-square is significant at .032 . Although the
chi-square is problematic for this level because of low cell counts, it is the modal profit
level response and is one of the only profit levels where all three categories are
represented. At this level, equally-owned (at 27%) and female-owned (at 25%)
businesses are far more likely than male-owned (at 3%) firms to offer their part-time
employees a health plans (Table 31). The firms at this level of profit go contrary to what
was seen in the pre-control results in that female- and equally-owned firms offer health
plans at a greater rate than male-owned firms at this profit level.
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Finally, for the variable number of part-time employees, there is significance only
between the number of part-time employees and the incidence of a health plan being
offered.
Table 32. ANOVA Table: Sex of Owner & Health Plan by PTE
Dependent Variable: Number of Part-Time Employees
Source
Type III Sum of Squares
Corrected Model
188.833
Intercept
901.111
SEX
56.383
Health Plan
42.897
SEX * Health Plan
.760
Error
2955.976
Total
7073.000
Corrected Total
3144.809
a R Squared = .060 (Adjusted R Squared = .038)

df
5
1
1
2
2
209
215
214

Mean
Square
37.767
901.111
56.383
21.449
.380
14.143

F
2.670
63.712
3.987
1.517
.027

Sig.
.023
.000
.047*
.222
.974

This relationship is significant at .047 (Table 32). In all three ownership
categories the incidence of a health plan decreased as the number of part-time employees
increased.
6.2.9 Overall Findings for PTE. Overall, in my sample, part-time employees are unlikely
to get any of the benefits that I studied. For those firms that do offer benefits to their
part-time employees, it is male-owned firms that primarily offer them with the exception
of flextime, which is offered more by female-owned firms. The most troubling finding is
that in many of the cases the incidence of a benefit decreases as the number of part-time
employees increases. This is the case for both vacation leave and health plans. Since
female-owned (and equally-owned) firms in my sample have the highest numbers of parttime employees, it is their employees who tend to be offered these benefits the least.
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CHAPTER 7: LIMITATIONS
This study has several limitations. First and foremost is that the businesses
included are all new and the data are for only one year. These businesses may not have
the resources to provide benefits at all and/or they may not reflect trends found in more
established businesses. As these businesses become more established the amount and
types of benefits they offer may change. This study also does not take into account
whether or not the businesses that provide more benefits pay their employees less or viceversa. It is possible that in order to maximize the benefits they want most when starting a
business (flexibility for women and financial goals for men), business owners actually
offer their employees the opposite, e.g. female employers maximize their own flexibility
and pay their employees higher wages and male employers maximize their own profits
and give their employees more benefits. This study is based on self-reported data, which
may be under- or over-reported (it is possible that men/women tend to over/under report
the benefits that their firms offer).
I am also limited by the data available. It would be more precise if I could
quantify the benefits offered and if they were defined more accurately. For example, in
the current data set I have no way of differentiating between a business that offers a fully
employer-paid health plan and one that is 100% employee-paid. Respondents were
simply asked whether or not they offered employees an option for a health plan. It does
not take into account the number of employees who participate in the plan (so there is a
possibility that the health plan offered is 100% employee paid and only the owner
purchases it). It makes no distinction between the types of plans (HMO, HSA, etc.). It is
possible, therefore, that one category of business owner may appear to offer more
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benefits, but these benefits may be of the lowest quality available or are utilized only by
the owner or a small percentage of employees. Likewise, there is no way to quantify the
number of paid sick or vacation days. There is no data for the sex of the employees and
so it is not possible to determine which sex benefits most from these benefits (or lack
thereof).
My final limitation has to do with the structure of the study itself. My analysis is
based on small sample sizes. Additionally, I chose to look at only four control variables
although there are as many as 50 or more possible variables that may influence whether
or not a business offers benefits. For instance, I did not look at the type of business, the
overall business expenses, the work experience of the owners, or how many hours an
individual owner worked over the course of a week. Any of these examples may
significantly influence the likelihood of a business offering benefits.
CHAPTER 8: DISCUSSION
8.1 Recommendations
I have multiple recommendations for future studies based on my results. The first
is to repeat this study with the larger sample from the census data (to be released in
2011), keeping the same five ownership categories rather than subdividing it by the
traditional two or three and, if possible, using employee salary as an additional control
variable. It would also be worthwhile to study who is getting these benefits the most–
male or female employees–and to use that as an additional control variable as well.
Another interesting idea would be to look at the job satisfaction of employees as an
additional control variable.
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Moreover, I advise the use of further qualitative studies and/or interviews so
researchers can examine the possible reasons why female-owned firms seem to offer
fewer benefits. Finding the rationale may help in finding solutions to this problem.
Additionally, more research on equally-owned firms, specifically on male owners in the
45-54 age range, may be useful.
8.2 Effects on Government Policies
Currently the United States government invests in and actively encourages
women-owned businesses, through the Small Business Administration‘s (SBA) Office of
Women's Business Ownership (OWBO). The OWBO offers women who want to
become entrepreneurs training, advice, mentoring, and technical assistance (SBA, 2010).
Currently, the goal of the OWBO focuses solely on increasing the quantity of womenowned businesses or women‘s business enterprises (WBE). Since the mission of the
OWBO is simply to raise the number of female-owned firms my study has no immediate
effects on current policy.
However, as the number of WBEs increases and gradually reaches equivalency
with male-owned firms, the goals of the SBA and OWBO may need to change. At this
point, the focus of the OWBO may need to be restructured to ensure that these new
businesses create jobs that offer equivalent benefits. Assuming that future studies on
larger sample sizes arrive at similar findings, there may be a need to seek out methods to
increase benefits offerings at WBEs. These may include increased training by the
OWBO that focuses on running a business rather than just the start-up phase and/or tax
incentives to increase benefits offerings at these firms. Sharon Hadary of the Center for
Women's Business Research suggests that this extra training should be done for another
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reason, because she has found that WBEs tend to grow more slowly and are smaller than
male-owned firms (2010).
8.3 Implications of the Data
Although my sample size is small and most of the findings are not statistically
significant, overall it is male- (and majority male-) owned firms that offer their
employees the most benefits. If this finding can be repeated, it has several implications.
The first is for workers seeking benefits; male-owned firms may offer greater
opportunities. Since the benefits I studied have a greater impact on female employees,
female employees may have an increased chance of securing these benefits by seeking
work at male-owned firms. If female-owned (and equally-owned) firms are encountering
difficulties in retaining or attracting the best employees, the use of these results may help
these businesses to be more competitive by increasing their benefit offerings to keep up
with male-owned competitors.
CHAPTER 9: CONCLUSION
In my study it is male-owned firms that offer benefits the most for both full-time
and part-time employees. In general, full-time employees are offered benefits at a higher
rate than part-time employees. For part-time employees there are two benefits offered
more frequently by female-owned or equally-owned firms. Flextime for part-time
employees is the only benefit that female-owned firms offer at a higher rate. Equallyowned firms offer health plans for part-time employees more frequently.
With the exception of part-time flextime, the results run contrary to the
hypothesis. While feminist economic theorists propose that females operate their
businesses differently than males, this does not necessarily mean that employees in
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general (and female employees in particular) will benefit from this difference. Earlier, I
referenced the individuals-in-relation theory of feminist economic theory and stated that I
would explore the possibility that women are influenced in how they run their businesses
by their cultural role as primary providers of care. It is possible that the cultural role of
primary providers of care makes female entrepreneurs more individual/family-focused
and that as such female entrepreneurs are looking to maximize resources for their own
familial benefit rather than that of their employees.
Researchers have found that ―women start businesses…to integrate work and
family, and they want to stay at a size where they personally can oversee all aspects of
the business‖ (Hadary, 2010). It may also be this desire to keep their new businesses
manageable and small that leads female owners to avoid offering benefits. To a business
owner focused on keeping her firm uncomplicated, adding benefits may appear to add
more complications. It is possible that female entrepreneurs in their quest to find
solutions to their own problems of care have difficulties extending these benefits to their
female employees. Finally, it is feasible that male business owners are increasing
benefits in an effort to retain female employees (who might otherwise leave to start their
own businesses). In the end, I did find that there was a difference in how businesses are
managed by males and females; it was just not the difference that I expected.
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APPENDIX A: BACKGROUND INFORMATION
A.1 Data Retained and Data Removed from KFS
The original KFS public data set is a longitudinal study and includes four years of
data with 4,928 respondents and 2,991 total variables (DesRoches, Robb, and Mulcahy
2009: 2). Since my study is a cross-sectional study, my first step was to delete most of
the baseline year15 as well as all of years one and two from the SPSS data set. I then used
the case selection feature on SPSS to select only those businesses that were ―new,
independent business[es] created by a single person or a team of people‖ (DesRoches, et
al. 2009: 241). I chose to exclude those businesses that were either franchises or
previously owned businesses, since those businesses may have had pre-existing benefits
policies (or policies required by the franchise). I also excluded those businesses that
responded to this question with ―other,‖ since the individual responses indicated that
many of these respondents shared characteristics with franchises/previously existing
businesses or had too vague a response to categorize. This left me with a total of 4,570
respondents.
My next step was to select only those businesses with at least 5, but less than 30,
employees. The original data set listed the number of employees as a string value with
the largest value being ―30+‖. I first recoded that variable as a numeric value by simply
assigning 30+ as 30. Since I analyze only those with 5-29 employees, this recoding does
not directly affect any of my analysis. After recoding, I selected all cases with less than

15

I kept two variables from the baseline year: the first was the identification number for each case and the
second was ―B1 Business Start‖, that is, how was the business started so that I could choose only new
businesses.
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four employees. This left me with 477 respondents. I then selected all those respondents
with less than 30 employees, ending with 425 respondents with 5-29 employees.
In order to further focus my data set, I chose to look at only those businesses with
2 or fewer owners. This accounted for 325 respondents or 76.9% of the remaining
businesses. Again I used the select case function choosing those businesses with less
than three owners. My revised dataset now included only 350 of the original 4,928
respondents. I then saved the final file with only the variables pertaining to owners 1 and
2. My data set now consisted of 350 respondents (i.e. businesses), of which 200 (or
57.1%) had one owner and 150 (or 42.9%) had two owners.
After completing these changes I ran a frequencies test on the remaining data for
the sex of owners 1 and 2. Males were the primary16 owner for 82.5% (or 278) of the
remaining businesses, with females accounting for 17.5% (or 59). Secondary owners
were also more likely to be male with 65.8% (or 96), but only slightly so with females,
who represented a higher percentage of 34.2% (or 50) in this category. Overall, males
are the majority of primary and secondary owners in my sample.
After running this test, I found that for the category of sex of owner 1, there were
13 respondents missing data for the primary owner. My hypothesis is based on the sex of
the owner(s); without a response for this variable the data is extraneous. Once again I
selected only those respondents with at least a valid answer to the sex question for owner

16

I will use the terms primary and secondary owner interchangeably with and corresponding to the terms

owner 1 and owner 2. Please note, however, that this is not an indication that the primary owner is
necessarily the majority owner. In the KFS, the primary owner/Owner 1 is the owner who responded to the
questionnaire and may hold a majority, minority, or equal share in the business.
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1. My revised data set, after removing those with missing values for sex of owner 1, now
consisted of 337 respondents, of which 193 (or 57.3%) had 1 owner and 144 (or 42.7%)
had 2 owners.
A.2 Data by Sex of Owners
My next step was to determine how many of these remaining businesses were
owned by males and how many were owned by females. Since this variable was not a
part of the original data set, I needed to create a new variable for the sex status of the
business. The KFS data set contained the following useful variables for ascertaining this
ownership status: sex of owners 1 and 2, percentage of ownership for owners 1 and 2, and
number of owners.
I started by creating two new variables. The first would contain single-owner
male-owned businesses. Using the transform and compute functions in SPSS, I made my
target variable those respondents who had answered 1 for number of owners and male for
sex of owner. I then did the same for single-owner female-owned businesses by choosing
those who had responded 1 for number of owners and female for sex of owner. There are
193 businesses with only one owner. Out of those, 163 (or 84%) are solely owned by one
male and the remaining 30 (or 16%) are solely owned by one female.
Next, I needed to determine the ownership status of the remaining 144
respondents with 2 owners. I started by looking at those businesses that were owned by a
single sex, either two males or two females. Similar to the previous category, I again
created two new variables with respondents who had answered 2 for number of owners
and male for sex of owner 1 and male for sex of owner 2. I then did the same for those
responding with female for both owners. This gave me a total of 69 dual-owner male-
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owned businesses and 8 dual-owner female-owned businesses. I now had a total of 232
male-owned businesses (single-owned plus dual-owned) and 38 female-owned businesses
(single-owned plus dual-owned).
Unfortunately, creating these two new variables highlighted a new problem with
my data set. Of the 67 remaining dual-owner businesses, 7 were missing the sex
information for the second owner. Again, since the sex of an owner is integral to my
study, I would not need to keep these 7 businesses with missing data in my data set. In
order to remove them, I used the compute data function for those who answered 2 owners
and with owner 1 sex less than 2 (that is male or female) and owner 2 sex as 0–that is
missing. In order to ensure that I did not have any errors or would not delete any useable
businesses, I went to variable view and sorted my data set by my new variable (genmiss)
to show those 7 respondents without sex data first. I then manually checked that each
one was listed with 2 owners but lacked data for the sex of owner 2. Finally, I deleted
those 7 respondents that were not relevant to my study. This left me with a total of 330
businesses with 270 businesses either all male or all female owned and 60 businesses
owned by both a male and a female (mixed-sex).
Before sorting and categorizing those 60 mixed-sex businesses, I needed to create
a variable that combined my single sex businesses. I used the compute data function to
create new variables that contained all single and dual owned single-sex businesses (i.e.
single-owned male plus dual-owned male and the same for females). I now had a total of
232 male-only owned businesses (or 86% of all single sex businesses) and 38 femaleonly owned businesses (or 14% of all single sex businesses).
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In order to clear up the ownership status of the remaining 60 businesses, I would
need to look at the percentage of ownership by sex for both owners. I started by creating
2 new variables. The first variable, using the compute function again, were those
businesses with two or more owners with a male as primary owner and a female as the
secondary owner (genmf). There were 40 mixed-sex businesses where the first owner
was listed as male and the second owner listed as female (Table 8). The second variable
was the inverse of the first (genfm). There were 20 mixed-sex businesses with a female
as primary owner and a male as the secondary owner. These two subtotals equaled to my
missing 60 businesses. I then combined both of these variables into a single new variable
(genmmix).
After sorting this final category of ownership, I needed to subdivide it again by
percentage of ownership–that is majority male, majority female, or equally-owned. I
started by looking at those businesses that were equally-owned. Once more, I used the
compute function in SPSS to choose those businesses that were dual owned and had 50 as
the response for percentage of ownership for owners 1 and 2. The majority, 39 or 65%,
of my 60 dual-owned businesses were equally-owned by one female and one male.
My last step was to restructure the ownership status of the remaining 21
businesses. I repeated the process used to create dual owners equal, but this time selected
those that were not equal ownership. Before subdividing the remaining 21 into two subcategories–majority male-owned and majority female-owned–I sorted them in the
variable view to review what their individual percentages were. Two were 51% maleowned, 5 were 51% female-owned, an additional 3 were close to 51% female-owned (5556%), and the remaining 5 were between 60%-90% (Table A.1).
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Table A.1.
Case ID
10115697
10272446
10323405
10028904
10168110
10290745
10043617
10153549
10069918
10132230
10256637
10136537
10311828
10237203
10235496
10236262
10295889
10170470
10005587
10162417
10131587

Dual-Owner, Mixed Sex Businesses

Sex Owner 1
Female
Female
Female
Female
Female
Female
Female
Male
Male
Male
Female
Male
Male
Male
Male
Male
Male
Female
Female
Female
Female

Percent
Ownership
51
51
51
55
55
56
90
9
49
49
30
51
51
60
90
90
100
100
20
30
51

Sex Owner 2
Male
Male
Male
Male
Male
Male
Male
Female
Female
Female
Male
Female
Female
Female
Female
Female
Female
Male
Male
Male
Male

Percent
Ownership
49
49
49
45
45
44
10
91
51
51
70
49
49
40
10
10
0
0
20
30
25

Ownership
Category
Majority Female
Majority Female
Majority Female
Majority Female
Majority Female
Majority Female
Majority Female
Majority Female
Majority Female
Majority Female
Majority Male
Majority Male
Majority Male
Majority Male
Majority Male
Majority Male
Majority Male*
Majority Female*
Error
Error
Error

After subdividing them by percentage of ownership I was left with 10 majority
female-owned businesses and 6 majority male-owned businesses. Because of the number
of businesses with close to 50% ownership, I chose to keep these groups as separate
variables since these business owners may be using these percentages in order to obtain
preferences for government contracts and/or other situations where women-owned status
might give them an advantage without truly being women-owned (that is women-owned
in name only, but men-owned in the way that they function).
This process also resulted in finding several errors in the dataset. The first was
that three respondents had ownership percentages that did not add up to 100% (labeled
error in Table A.1). Because I did not collect the data myself, I cannot determine why
these respondents were entered in this way, so I deleted these three cases, reducing my
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total number of respondents to 327. Additionally, two cases (Numbers: 10295889 and
10170470) were listed as 100% single sex owned, even though two owners are listed
(marked an asterisk). Originally, I thought to move them into the single sex ownership
category, but since they claim dual ownership, I have instead decided to include them in
the majority ownership category.
The majority of my sample is comprised of businesses owned exclusively by
males; my sample consists of 232 or 70.9% of these businesses (Table A.2). I had almost
an equal number (approximately 12%) of exclusively female-owned businesses and
equally-owned businesses with 38 and 39 businesses respectively. My smallest
categories were the two dual-sex categories with majority female-owned a mere 3.4% of
my sample (11 businesses) and majority men-owned the smallest percentage at 2.1% (7
businesses).
Table A.2.

Frequencies Chart for Sex of Owner(s) by Category

Frequency Percent
Valid
Male-Owned Businesses
232
70.9
Female-Owned Businesses
38
11.6
Equally-Owned Businesses
39
11.9
Majority Male-Owned Businesses
7
2.1
Majority Female-Owned Businesses
11
3.4
Total 327
100.0
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Valid Percent
70.9
11.6
11.9
2.1
3.4
100.0

Cumulative Percent
70.9
82.6
94.5
96.6
100.0

A.3 Statistics for All Businesses
A.3.1 Employees17. The remaining 327 respondents in my sample employed an average
of 10 employees with a median of 8 employees, and a mode of 5 employees. Of the 327
respondents, the majority, 312 (approximately 95%) had full-time employees and 229
(70%) had part-time employees. Businesses employed a mean of 7.5, a median of 6 and
a mode of 5 full-time employees. They employed part-time employees at a mean of 4, a
median of 3 and a mode of 1. From these statistics, we can see that most of the
employers in my sample employ smaller numbers of people (generally 10 or fewer) and
tend to employ full-time rather than part-time workers.
A.3.2 Employees by Ownership Category. After looking at the statistics for my total
sample, I wanted to explore any differences among each ownership category and the
overall number of employees. To do this I ran a means test for ownership category and
number of employees (total, full- and part-time).

17

The original data set had two problems regarding number of employees. The first was that occasionally

instead of entering 0 for number of full- or part-time employees, the variable was left blank (and counted as
missing). In order to fix this issue, I went in through variable view and manually sorted by the missing
values. I then entered 0 for those missing values after checking that the listed numbers added up (e.g. 5
employees, 5 full-time employees, part-time left blank, therefore part-time equals 0). The second issue was
that the original data set lists the highest number of part-time employees as ―15+‖. Since only 5
respondents chose this response, I manually went into the variable view mode again and re-entered these
responses as the exact numbers by taking the total number of employees and subtracting the number of fulltime employees (e.g. total number of employees listed as 28, full-time listed as 10, part-time listed as 15+,
part-time changed to 18).
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Table A.3.

Number of Employees (All, Full, & Part-Time) by Ownership Category

All Businesses by Sex
Male-Owned Businesses
Female-Owned Businesses
Equally-Owned Businesses
Majority Male-Owned
Businesses
Majority Female-Owned
Businesses
Total

Mean
N
Mean
N
Mean
N
Mean
N
Mean
N
Mean
N

Total Number of
Employees
10.23
232
9.89
38
10.26
39
8.43
7
9.27
11
10.12
327

Number of FullTime Employees
7.85
224
6.22
36
6.94
35
7.57
7
6.40
10
7.51
312

Number of PartTime Employees
3.89
158
5.00
30
5.41
29
1.50
4
4.75
8
4.22
229

I began again by looking first at total number of employees (Table A.3). Maleowned and equally-owned firms employed slightly more than the overall average of 10
employees. Majority-female and female-owned businesses employed slightly less than
the average with closer to 9 employees each. Majority Male-Owned employed the fewest
overall with an average of 8 employees.
The average number of full-time employees in the overall sample is
approximately 7.5. Male-owned and majority male-owned businesses employ the most
full-time employees with averages close to the overall average. Female-owned, equallyowned and majority female-owned businesses employ fewer than average at
approximately 6 full-time employees. Even though they employ the fewest overall
employees, majority male-owned businesses employ closer to the average number of fulltime employees.
The final employee variable was part-time employees. Overall businesses
employed an average of 4 part-time employees. Equally-owned, female-owned and
majority female-owned businesses employed the most part-time employees with an
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average closer to 5, while male-owned businesses employ approximately 4 part-time
employees. Majority male-owned businesses employed the fewest with an average 1.5.
Looking at these three means analyses, we can see that while the overall number
of employees seems similar, how they are subdivided is not. Overall male-owned
businesses in my sample tend to have significantly more full-time employees, while
female-owned and equally-owned businesses have more part-time employees. Already
within my sample there are differences in how males and females organize their
businesses in regards to the type of employees.
A.3.3 Owner Age Ranges. The ages for the owners in the Kauffman Firm Survey Third
Follow-Up Public Use Data are listed in ordinal scale rather than in ratio format. Each
owner was asked to select an age range category into which his or her current age fell
with 18-24 as the youngest category and 75+ as the oldest. The median age range for
both owners 1 and 2 was 35-44, with 39.1% of primary owners and 39.6% of secondary
owners choosing this response. The second most frequent response was the age range
45-54, with approximately 31% of primary owners and 30% of secondary owners falling
into this category.
After looking at the overall age range for owners 1 and 2, I ran a simple crosstabs
test for each owner to see if there was a difference in age range by each ownership
category. For owner 1, most categories have a majority of responses within the overall
sample average (i.e. 35-44). However, majority male-owned businesses have an older
age range of 45-54, meaning that the primary owners of majority male-owned firms tend
to be older than owners in the other categories in my sample.
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After discovering this difference, I was curious as to whether the mixed sex firms
had two owners of similar ages or one owner that was younger/older than the other. In
order to ascertain this, I re-ran the means test and layered for the sex of owner 1.
Looking at only those mixed-sex businesses, it is interesting to note that majority maleowned firms tend to have an older than average female owner (in the 45-54 range), while
majority-female owned firms have a younger than average female owner (closer to the
25-34 range).
A.3.4 Business: Profit & Revenue. The amounts businesses earned in profits and
revenues are also listed in ordinal rather than ratio format. These ranges vary greatly and
do not easily lend themselves to analysis, but for my purposes may be useful in finding if
there is a spurious relationship between profit and/or revenue and the benefits that are
offered distinct from the sex of the owner. Businesses were furnished with the following
category choices for both profit and revenue with each range assigned a number (no
profit or revenue was recorded as 0):
1. $500 or less
2. $501 to $1,000
3. $1,001 to $3,000
4. $3,001 to $5,000
5. $5,001 to $10,000
6. $10,001 to $25,000
7. $25,001 to $100,000
8. $100,001 to $1,000,000
9. $1,000,001 or more.
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The median profit range for all businesses was $25,001 to $100,000. The median
revenue range was slightly higher at $100,001 to $1,000,000. For both profit and
revenue, all business categories remained close to the overall median. Out of the two
variables–profit and revenue–revenue is the more reliable variable for my analysis since
it contains fewer missing cases: only 6 compared to profit, which is missing 82 cases–
meaning that almost 30% of respondents chose not to answer this question.
A.3.5 Benefits. Businesses responding to the KFS were asked several questions about the
benefits that they offered to their employees. For the purpose of my study I looked at
four of these: flex-time, health plans, paid sick leave, and paid vacation. These questions
were asked as simple yes or no questions and coded as 0 for no and 1 for yes. Businesses
were asked in separate questions whether these benefits were offered to full-time
employees and whether they were offered to part-time employees.
The majority of businesses offered most of these benefits to their full-time
employees (FTEs), while not offering them to their part-time employees (PTEs). The
most frequently offered benefit for full-time employees was paid vacation leave, with 206
businesses (or 74%) responding affirmatively, followed by a health plan offered by 172
(62%), while sick and flex-time were offered by only slightly more than half of
employers (150 and 146 respectively). However, for part-time employees, flex-time was
by far the most popular benefit offered by just under half (83 or 44%) of all employers.
The next most popular benefit for part-time employees was paid vacation leave offered
by only 41 employers (22%). The least common benefits for part-time employees were
paid sick leave offered by 31 (or 16%) and health plans with only 28 employers (or 15%).
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In depth analysis of these benefits is found in the main document: Sex, Entrepreneurship,
and Benefits.
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APPENDIX B: SUPPLEMENTAL TABLES AND FIGURES
Table B.1.

Sex of Owner, Age 45-54, & Paid Sick Leave by FTE

Dependent Variable: Number of Employees
Firms by Sex of Owner
Male-Owned Businesses

Female-Owned Businesses

Equally-Owned Businesses

Age Owner 1

Business Offers FT Paid Sick

Mean

N

45-54

No

5.83

18

Yes

9.33

48

Total

8.38
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No

7.11

9

Yes

10.67

3

Total

8

12

No

8.13

8

Yes

7.50

4

Total

7.92

12

45-54

45-54
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Table B.2.

Sex of Owner, $0 Revenue, & Paid Sick Leave by FTE

Dependent Variable: Number of Employees
Firms by Sex of Owner
Male-Owned Businesses

Female-Owned Businesses

Equally-Owned Businesses

Total Revenue

Business Offers FT Paid Sick

Mean

N

$0

No

9.20

10

Yes

7.33

15

Total

8.08

25

No

2.80

5

Yes

8.00

1

Total

3.67

6

Yes

5.00

1

Total

5.00

1

$0

$0

No
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Table B.3.
Firms by Sex of
Owner

Mean Number of PTE and FTE by Sex of Owner and PT Flextime
Business Offers
PT Flextime

Male-Owned
Businesses

Number of FT

Number of PT

Employees

Employees

No

Mean

6.09

4.07

Yes

Mean

6.62

3.71

Total

Mean

6.32

3.91

No

Mean

6.43

3.33

Yes

Mean

3.83

7.38

Total

Mean

5.23

5.21

No

Mean

5.53

4.72

Yes

Mean

4.90

6.55

Total

Mean

5.28

5.41

No

Mean

6.05

4.08

Yes

Mean

6.05

4.56

Total

Mean

6.05

4.29

Female-Owned
Businesses

Equally-Owned
Businesses

Total
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Table B.4.
Firms by Sex of
Owner

Mean Number of PTE and FTE by Sex of Owner & PT Paid Vacation
Business Offers
PT Paid Vacation Leave

Male-Owned
Businesses

Number of FT

Number of PT

Employees

Employees

No

Mean

6.02

3.62

Yes

Mean

7.19

3.86

Total

Mean

6.30

3.68

No

Mean

5.25

5.33

Yes

Mean

5.00

2.50

Total

Mean

5.23

5.21

No

Mean

5.21

5.84

Yes

Mean

5.50

2.17

Total

Mean

5.28

4.96

No

Mean

5.80

4.15

Yes

Mean

6.86

3.57

Total

Mean

6.04

4.03

Female-Owned
Businesses

Equally-Owned
Businesses

Total

81

